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The purpose of this study is to investigate the perceptions of principals and 
assistant principals regarding the training and preparation afforded assistant principals in 
selected schools in the metropolitan Atlanta area. 
The research questions were as follows: 
RQ I : Is there a significant relationship between graduate training programs for 
assistant principals and preparedness for the principalship? 
RQ2: Is there a significant relationship between the prior employment training 
that assistant principals receive and preparedness for the principalship? 
RQ3: Is there a significant relationship between participation in the role of the 
principalship and preparedness for the principalship? 
RQ4: Is there a significant relationship between the leadership attributes that the 
assistant principals possess and preparedness for the role of the 
principalship? 
RQ5: Is there a significant relationship between the aspirations of the assistant 
principal and the preparedness of the principalship? 
RQ6: Do independent variables such as years teaching, age, race, highest degree 
earned, present position, gender, educational institution attended, type of 
certification: years as assistant principal, size, location, or type of school 
have a significant bearing on the perceptions of principals and assistant 
principals regarding training activities for the principalship? 
In this study, a survey questionnaire was used to document the perceptions of 
70 principals and 100 assistant principals regarding the training and preparation afforded 
assistant principals in selected schools in the metro-Atlanta area as preparation for the 
successful principalship of schools. Demographic information and principal and assistant 
roles and responsibility data was also gathered. 
This study found a positive correlation between perceived importance of formal 
university graduate course work and preparedness for principalship. The study also 
revealed that having a written job description outlining specific duties while in the role of 
assistant principal is significantly related to preparation for principalship. Assistant 
principals in this study received the lowest ratings on the ability to handle effectively 
resource allocation. In addition, previous experience with budget and finance was noted 
as one of the most important areas of expertise one must gain when participating in the 
role of principalship. To the extent possible, principals should involve their assistant 
principals in decisions concerning planning and developing the school budget; managing 
fiscal, human, and material resources; utilizing the physical plant; and monitoring and 
reporting on resource use. 
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CHAPTER I 
INTRODUCTION 
The Georgia Professional Standards Commission reported that there were over 
5,000 public elementary and secondary school administrators in the 2003-2004 school 
year. Of that number 2,072 were principals, leaving 2,863 administrators serving as 
assistant principals. The large number of assistant principals employed in the state's 
public elementary and secondary schools is one indicator of the importance of this 
administrative position in managing and operating an educational organization. 
Intensive efforts to reform American public education have increased mainly 
because of the perception of the inadequacy of current practices (Starratt, 1995). Public 
education reform has affected every aspect of education and the focus will increasingly 
be on leadership of the schools, the principals (Starratt, 1995). Are assistant principals 
prepared to meet the new challenges of principalship? What are the skills required to 
ensure an administrator's success? How do assistant principals prepare to be effective 
and successful principals when they perceive themselves to be inadequately trained? 
Principals most commonly come from the ranks of educators, particularly from 
the pools of assistant principals. However, are assistant principals who ascend to 
principalship adequately and prepared to be leaders? 
Many attempts have been made to understand the fmstrations and stressors that 
new principals experience during their first year of a school (Donaldson & Hausman, 
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1999). However, very little is known about the mentoring assistant principals receive 
before the ascension to their principalship. 
People new to any profession need support. Over time, organizations have 
realized the need to offer support to their new employees, providing assistance in a 
variety of ways: apprenticeships for careers as printers, plumbers and electricians, 
internships for architects, doctors and lawyers, and mentorships in various business 
organizations. For many individuals, the professional assistance becomes a training tool 
in their career development. The field of education is no different. Educators entering 
new positions, be they teachers or administrators, need professional assistance to support 
them in their new roles. They need help in adjusting to the responsibilities of their new 
positions. 
In today's schools, the assistant principal is frequently perceived as the person 
who oversees the daily operation of the school building. Day-to-day management 
routines such as attendance, discipline, directing student activities, and supervising 
hallways are normally the responsibility of the assistant principal. Assistant principals 
aid the principal in the overall administration of the school. They are primarily 
responsible for scheduling student classes, ordering textbooks and supplies, coordinating 
transportation, custodial, cafeteria, and other support services. They usually handle 
student discipline and attendance problems, social and recreational programs, and health 
and safety matters. They may also counsel students on personal, educational, or 
vocational matters. Assistant principals are playing a greater role in ensuring the 
academic success of students by helping to develop new curriculums, evaluating teachers, 
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and dealing with school-community relations-responsibilities previously assumed solely 
by the principal. However, many new assistant principals do not receive adequate 
training to handle all of these duties (Thomson, 1988). 
School assistant principalship is the gateway to educational administration. Most 
assistant principals start their administrative career by working with principals who serve 
as their mentors. They are assigned with varying administrative responsibilities aimed to 
enrich their experiences and prepare them to be future school principals. 
Approximately every 10 years, both the National Association of Elementary 
School Principals (NAESP) and the National Association of Secondary School Principals 
(NASSP) have conducted principal surveys across the country to obtain a clear picture of 
the current principalship. For the most recent NAESP study, "The Principal in 1998" 
(Doud & Keller, 1998), 3,000 randomly selected principals were surveyed to ascertain 
their perception of their own roles and responsibilities as principals. Approximately 80% 
of those surveyed identified their number one priority as supervision of and contact with 
staff. The next three priorities for elementary principals were interaction with students, 
discipline, and student management. Another important finding of the 1998 study was 
that one of the greatest concerns by more than 70% of the elementary principals was 
fragmentation of time. These principals had difficulty finding the necessary time for 
student learning and interaction with students because of the increased demands on a 
variety of other issues (Doud & Keller, 1998). 
Purpose of the Study 
The purpose of this study is to investigate the perceptions of principals and 
assistant principals regarding the training and preparation afforded assistant principals in 
selected schools in the metro-Atlanta area. The assumption is that graduate training 
program, prior employment training, participation in the role of the principalship, 
leadership attributes, and aspirations towards the principalship influences principalship 
preparation. 
Statement of the Problem 
Currently, little information exists to give educational decision makers an 
understanding of the opportunities afforded assistant principals for preparation to assume 
the principalship. If most assistant principals aspire to be principals, if most new 
principal appointments are made from the ranks of assistant principals, and if principals 
are the key figures in providing meaningful on-the-job training for assistant principals, 
then the duties, responsibilities, experiences, and opportunities used to prepare assistant 
principals must be provided systematically to ensure success. Is this training and 
preparation taking place in the selected schools of school districts in the metropolitan 
Atlanta area? 
Significance of the Study 
In examining the perceptions of the assistant principals in their aspiration for 
school principalship, the researcher intends to explore the assistant principals' insight on 
how they prepare themselves to be school principals. The primary contributions of this 
study will provide answers to questions concerning the issue of principal shortage, as the 
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assistant principalship serves as a primary means of training principals. The findings of 
this study will be most helpful to school administrators who plan professional 
experiences for the assistant principals to be successful principals. Coordinators of 
administrators' preparation programs at the universities could use the findings of this 
study to align the contents and delivery of their programs to achieve a higher efficiency 
in the preparation of assistant principals. 
The importance of this study will also provide information that can refocus the 
attention of educational leaders on this valuable but often ignored position. In addition, 
the results of the study will help to validate the need for preparation programs designed to 
meet the demands of the role of the assistant principal. If the assistant principalship is 
going to survive as an administrative position whose primary function is to train new and 
qualified principals, it is important that attention be focused on the reality of its role and 
responsibilities. 
If this is the entry-level position for many future principals and if the assistant 
principal fills a valuable role in schools, it is imperative that everyone connected with the 
training, licensing, and supervising of these individuals, knows as much about the 
position as possible. It is also important to know how effective graduate school programs 
in higher education are preparing educators to assume the assistant principal's role. The 
results of this study could eventually lead to changes in state licensure guidelines and 
training programs in educational administration. 
This study seeks information from principals and assistant principals in selected 
school districts to determine if assistant principals' duties and responsibilities, in 
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conjunction with their daily activities, provide adequate training for them to be successful 
principals. This study also attempts to determine if the selected assistant principals 
intend to seek a principalship in their future career. Another purpose of this study is to 
assess if the selected principals perceive the position of assistant principal as a proper and 
useful training medium for the principalship. 
Research Questions 
RQI : Is there a significant relationship between graduate training programs for 
assistant principals and preparedness for the principalship? 
RQ2: Is there a significant relationship between the prior employment training 
that assistant principals receive and preparedness for the principalship? 
RQ3 : Is there a significant relationship between participation in the role of the 
principalship and preparedness for the principalship? 
RQ4: Is there a significant relationship between the leadership attributes that the 
assistant principals possess and preparedness for the role of the 
principalship? 
RQ5: Is there a significant relationship between the aspirations of the assistant 
principal and the preparedness of the principalship? 
RQ6: Do independent variables such as years teaching, age, race, highest degree 
earned, present position, gender, educational institution attended, type of 
certification: years as assistant principal, size, location, or type of school 
have a significant bearing on the perceptions of principals and assistant 
principals regarding training activities for the principalship? 
CHAPTER I1 
REVIEW OF THE LITERATURE 
In order to study the relationship of the assistant principalship to the principalship, 
an extensive literature review was conducted. A brief history and origin of the position 
of assistant principal and how it has or has not evolved into a position that would prepare 
an assistant principal to become a principal were reviewed. The literature review also 
focuses on the nature of the principalship and how the principalship and assistant 
principalship compare to management positions or positions of instructional leadership. 
The literature review focuses on the varying opinions of educational theorists and 
administrators regarding whether or not the assistant principalship is a route to the 
position of principal. The review also includes information on how the selected assistant 
principals are trained, recruited, selected, and appointed. Information on graduate 
training programs, prior employment training, participation in the role of the 
principalship, leadership attributes, and aspirations towards the principalship influences 
principalship preparation is also discussed. 
Educational leadership, instructional leadership, and the importance of school 
administrators in leading successful schools have been extensively studied. A great deal 
of emphasis has been placed upon the importance of the principal as a positive change 
agent and as a key player in successful schools. 
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At the top of the organizational chart within each school is the principal. Griffin 
(1999) summarized that it is the principal's responsibility to set clear achievement goals 
while providing direction for the day-to-day management of the educational activities 
within the school while maintaining the school environment, encouraging the teaching of 
the basic curriculum, monitoring academic achievement, and developing good 
community relations. 
Fenwick and Pierce (200 1) recognized the dwindling number of applicants for the 
position of principal. They noted that principals, who often faced problems with parents 
and students were consistently overworked and tangled in bureaucratic red tape. Kerrins 
(2001) indicated, "Principals are leaving their jobs at younger ages, principals report that 
high stress, time demands of the job, broadening requirements of the job far exceed 
salaries and new state accountability legislation make retirement appealing" (p. 20). 
Groff (2001) also recognized the enormity of the duties of principals, stating that 
personnel issues, budgets, schedules, playground issues, student discipline, and 
community relations place principals under a tremendous amount of stress. Moreover, 
the era of accountability in legislation such as the No Child Left Behind (NCLB) Act of 
2001 has created challenges for principals. Although states and school districts have 
grappled with the major compliance responsibilities for NCLB, principals are the 
frontline interpreters for teachers, parents, and students. This is no small task because a 
major portion of this legislation is aimed at increasing accountability, providing more 
information to parents, and giving parents more choice in selecting their child's school. 
Principals must redesign their schools, implement research-based curricula, ensure that 
teachers are trained in research-based instructional methods, and provide core reading 
knowledge to elementary teachers who did not get this training in college. Principals 
who increase their school's effectiveness must prepare for sudden increases in student 
population. 
Murphy (1998) provided a short chronology of the preparation for principalship. 
From 1820- 1889, minimal formal preparation designed for teachers was sufficient for 
administrators. An administrator learned by trial and error, and a certificate to become an 
administrator was not required. By 1900, no institutions of education were offering study 
in the area of school management. By 1910, the scientific management movement that 
was used in the business world influenced the little training available for school 
administrators. However, after World War 11, 125 institutions of higher education were 
preparing and training school administrators. From 1947 through 1985, the trend was to 
infuse content from the social sciences into the preparation for administrators. During 
this era, administration preparation programs flourished. 
Murphy's (1 998) research indicated that traditional educational preparation 
programs are in need of revision to prepare candidates to meet academic standards of 
accountability. Murphy and Louis (1 994) also encourage principal preparation programs 
to become active in defining the expectations and standards against which the public will 
use to scrutinize their performance and then to prepare principals to meet these 
expectations. They found that the demand for accountability, the country's standing in 
the global economy; the changing dynamics of communities and schools, and the 
evolution toward an information age are forces that will shape the conception and 
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direction of schools and the standards by which schools will be judged. The principal is 
no longer the traditional caretaker of the school. 
The assistant's administrative training should be orderly and progressive in 
preparation for a full principalship. University course work is vital, but serving on a true 
administrative team may well be the best training ground available for the would-be 
principal. 
The key to the assistant principal's training on-the-job is the principal. "No other 
individual in the school works more closely with the assistant principal. No other person 
is more important to the assistant's professional success" (Gorton, 1987, p. 2). The 
principal must (a) expand the job, (b) become the advocate, (c) increase the rewards, and 
(d) facilitate the professional growth of the assistant. 
Murphy (1 992) questioned whether administration preparation programs were 
relevant as qualified principals were sought after to meet the challenges associated with 
leading a school. The study sought to examine the perspectives of new principals about 
the assistance they received from the principals they worked with before assuming the 
principalship. 
Lyons (1999) conducted a study on how principals perceived their roles, rewards, 
and challenges. The participants were 194 principals from 14 different school districts. 
Five school districts were large serving more than 20 schools; 5 were medium, serving 
schools; and 4 were small, serving 6 schools. The principals reported their most 
important duties in rank order as: 
1. Providing a safe school environment and a positive school climate. 
2. Fostering good teaching and learning. 
3. Communicating with parents and promoting good school-community 
relations. 
4. Hiring and developing a good staff. 
5. Monitoring student progress. 
6. Managing school resources. 
7. Determining school goals. 
8. Leading, inspiring, and motivating staff. 
9. Maintaining a child oriented school and being an advocate for children. 
10. Maintaining a positive staff relations and staff harmony. (p.22) 
These same principals (N = 194) reported, in rank order, their greatest fmstrations in the 
job as: 
1. Managing time demands and paper work; 
2. Dealing with bureaucracy; 
3. Lack of parental support; 
4. inability to get resources that are needed in the school; 
5.  Dealing with irrational and narrow-minded people; 
6. Trying to do a thankless job and receiving few rewards and little 
recognition; 
7. Inability to improve test scores; 
8. Watching the disintegration of society and its effect on students; 
9. Watching students fall between the cracks; 
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10. Dealing with management problems such as busses, building maintenance; 
1 1. Dealing with unmotivated students and teachers; 
12. Inability to find a sufficient number of motivated teachers. (p. 22) 
Due to the myriad of challenges principals encounter on day-to-day basis, the relevance 
of a principal preparation program is important in any attempt to produce qualified 
candidates to meet these challenges. 
Principals are now held more accountable for the performance of their teachers 
and students while adhering to mandated legislation. Moore and Slade (1996) reported 
that principals had experienced increased pressure as the shift toward student 
achievement became the centerpiece of their yearly performance evaluation. 
North Central Regional Educational Laboratory (NCREL) conducted a survey in 
2003 on the issue of the preparation programs for the principalship. In the seven-state 
NCREL region: Illinois, Indiana, Iowa, Michigan, Minnesota, Ohio, and Wisconsin more 
than 1,000 principals in the region were surveyed regarding their daily tasks and the 
extent to which they felt prepared to handle those tasks. The findings suggested that 
there were several areas in which principals did not feel well prepared. One of the most 
troubling findings was the lack of preparation in areas such as standardized assessment 
and data analysis. Yet given the requirements of the No Child Left Behind legislation 
regarding accountability and disaggregation of data, the expectation of principals to work 
with data and use it to drive school improvement will continue to increase. Principals 
need to be at the forefront in looking for new ways to solve the problem of student 
achievement since they will be judged as either effective or ineffective instructional 
leaders based on the results of how students perform. 
As society evolves and the social dynamics of communities change, principals 
must be versatile in their approach to leading schools. The principal of today must be an 
administrator, manager, politician, and possess the capacity to develop a leadership style 
that encompasses these qualities while developing a successful academic program for 
students (Groff, 200 1). 
For new principals to have positive outcomes in their schools, they must become 
aware of how they perceive themselves in this role, they must become aware of the way 
others perceive them in the new role, and they must become aware of their own 
perception of how others perceive them in their new role (Hart, 1993). 
Social role theory provides a framework to examine the role of principals as 
school leaders. Allen and van de Vliert (1984) suggest that according to social role 
theory, "Social behavior is not random and meaningless; rather, behavior tends to be 
patterned, predictable, meaningful, and consequential for the participants" (p. 4). Social 
role is the product of three factors: (a) social position and behavior expectations, 
(b) normative role expectations, where the leader is expected to do or not do certain 
things under certain conditions, and (c) the individual's behavior within the role (Hart & 
Bredeson, 1996). 
The principal's leadership role is defined by the interaction of three perceptions: 
(a) the principal's perception of histher leadership role, (b) other people's perceptions of 
the principal's role, and (c) the principal's awareness pf the perceptions and expectations 
of others for h idher  in the job" (Hart & Breseson, 1996, p. 1 19). When these three 
perceptions overlap, the perceptions between the leader and others are said to be in 
congruence, which usually allows for a smooth transition as well as a quick acceptance of 
the new leader. When there is little or no overlap in the three perceptions, a difference in 
role perceptions exists which may result in conflict. 
The congruence of perceptions is very important because it gives leaders the 
opportunity to meet the perceived qualities that people expect of them. Incongruence in 
the perception of leadership (little or no overlapping) can lead to, leaders who have 
difficulty implementing or selling their vision. "Reliance on formal authority poses a 
problem for every principal" (Hart & Bredeson, 1996, p. 17) because even though the 
principal may be in charge, he cannot force teachers to act responsibly or to carry out 
aspects of a program the principal may deem important. 
Problems can arise when leaders rely upon formal authority because with it comes 
with some preconceptions about authority and power. Some of those preconceptions are 
that the authority figure is never challenged in the situation, or, if challenged, has the 
perfect right to persist without attending to the complaint of the subordinate. 
These preconceptions are worth noting because when the pressure becomes too 
great, principals may resort from "role taking" to "role making" (Hart, 1993, p. 127). 
"Role taking or role development occurs when a person substantially modifies the tasks, 
expectations, norms, or beliefs about a social role. In role making, people consciously 
and unconsciously orchestrate their own behavior in order to assert themselves as they 
enact and alter the role" (p. 127). 
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To avoid such stressful acts, Hart (1993) cautions that one "must take care not to 
over-rationalize the concept of role" (p. 126). When people start filling many roles at the 
same time-principal, parent, spouse, deacon, PTA president-they may start 
experiencing different pressures from varied constituencies. The ability to shape the 
understanding of the group and to give it meaning through interactions will usually lead 
to role success on the leader's part. 
The Principal as an Instructional Leader 
Student achievement is the cornerstone in the success of principals, and teachers 
are a key factor in the area of student performance (Hallinger & Heck, 1998; Murphy & 
Louis, 1994; Wax, 2002). The old ways of authoritarian rule over teachers as a source of 
motivation may not be as productive as it might have appeared in the past (Hallinger & 
Heck, 1998). If the principal's success depends on teacher and student performance, the 
principal's approach as an instructional leader is crucial. 
Hallinger and Heck (1 998) reviewed quantitative research from 1980 to 1995 
pertaining to the relationship between principal leadership and student achievement. The 
review concluded that principals do affect school achievement. The affect is achieved, in 
part, through relationships outside the school, but within the community. The principal 
must develop a sense of educational purpose within the community by building social 
networks. 
Goal setting by the principal in the role as an instructional leader underscores his 
or her ability to focus others on the school's academic improvement plan. Fullan (2002) 
encouraged school systems to redefine the role of principals as instructional leaders. 
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According to Fullan, the instructional leader is more than just a charismatic leader with 
inspiring slogans and phrases for the moment. The principal's success depends on the 
success of his or her teachers. Therefore, principals must be able to make a fundamental 
transformation of the school culture by addressing work conditions and teacher morale 
issues. This fundamental transformation is a first step toward developing a climate where 
instructional success is inevitable. 
Hallinger, Bickman, and Davis (1996) examined the role of the principal in 
influencing student achievement. They concluded that the principal's influence is 
significant because it is he or she who implements educational programs. A new 
principal must be ready to assume responsibility over the success or failure for student 
achievement. 
Worner and Stokes (1 987) completed a study of over 200 Virginia secondary 
school principals to identify what activities constitute instructional leadership and how 
successful Virginia principals were in involving themselves in leadership tasks. The 
authors, through their own research of past studies and literature review, identified 38 
tasks of instructional leadership and found that overall, Virginia principals were highly 
involved in instructional leadership. However, looking at the core question of this 
research study regarding the assistant principalship as preparation for the principalship, 
Worner and Stokes (1 987) warned: "In only one case was the assistant principal assigned 
the greatest amount of responsibility for an instructional activity" (p. 52). This area was 
the planning and facilitation of student assemblies. 
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Goldring and Rallis (1 993) focused an entire study on the administrators of what 
they called "dynamic" schools. Their practices are characterized by conviction and 
caring as well as a sense of the practical and real. In dynamic schools, it is also safe to 
take risks, try new ideas, and engage in collective decision making. For the purpose of 
this study, Goldring and Rallis (1993) spoke almost exclusively in their work of the role 
of the principal in dynamic schools, making little mention of the role of the assistant 
principal. It may be hypothesized that failing to involve the assistant principal in the 
leadership of dynamic schools is again failing to properly prepare the assistant principals 
to be effective principals. The question begs asking: have assistant principals been 
allowed adequate opportunity to develop the skills necessary to fulfill the duties of a 
principal? 
Jones (1 995) studied the importance of the principal as instructional leader by 
studying the selection process of principals from the perspective of the superintendent. 
Jones (1 995) shared, "Selecting a school principal is the most important thing a 
superintendent does" (p. 17). 
In her study, Whitaker (1 997) ties instructional leadership directly to the visibility 
of the principal on a daily basis. Whitaker states that a principal should continuously 
model the beliefs and values for the school. Of course, the place to be most visible, 
according to Whitaker, is in the individual classrooms. Further, Whitaker shared, 
"Principals who create an exciting and reinforcing learning environment will find that 
students and teachers will want to do what needs to be done" (p. 156). 
Murphy (1998) looked at the changing role of the principal and instructional 
leadership in the context of adjusting to a changing world. His study focused on the 
principal's role in assuring that the ever growing at risk population in schools is serviced 
effectively. Murphy (1 998) states that a principal must be an "organizational architect, 
social architect, educator, and moral agent" (p. 16). But whereas Whitaker and Davis 
place emphasis on instruction leadership in relationship issues, Murphy (1 998) places a 
strong emphasis on instruction and curriculum: "Knowledge of instruction and 
curriculum will be at the forefront of their leadership skills as they maintain a focus on 
teaching and learning" (p. 16). 
These studies are a small sampling of the large pool of information on the role of 
the principal as an instructional leader. This role however, is not as strongly represented 
in the literature. One may surmise, based on past studies that the assistant principal quite 
often is not in a position of instructional leadership and may have difficulty in assuming 
the role of the principal. 
The Assistant Principal as Instructional Leader 
In a 1983 study, Bates and Shank attempted to change the responsibilities and 
view of the assistant principalship. They began their study by sharing: "When students, 
parents, or assistant principals are asked to describe themselves or asked to describe the 
AP job, a common response is discipline, attendance and supervision of student 
activities" (p. 1 1 1). Additionally, Bates and Shanks (1 983) concluded: "School 
administrators, even assistant principals, describe the job as a necessary but unrewarding 
step on the career ladder. Generally, the assistant is perceived to be a technician, 
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assuming narrowly defined responsibilities based on the number of jobs that principals do 
not wish to do and on the amount of authority the principal will share or relinquish" (p. 
11 1). 
Bates and Shank (1983) concluded that the assistant/associate principalship was a 
good training ground for the principalship: "The associate position provides an excellent 
training ground for the principalship. Only the magnitude of the position is enlarged, not 
its scope. The associate's opportunities for professional development contrast sharply 
with those available to the traditional assistant principal" (p. 112). 
Norton and Kriekard (1 987), in a study of assistant principals in a six state area- 
Arizona, Arkansas, Kansas, Missouri, New Mexico, and Oklahoma-attempted to 
compare real and ideal competencies for assistant principals. In studying the 
competencies for the position the study concluded that assistant principals scored 
competency as below the level that would ideally make the position more effective 
(p. 29). Based on this, the authors encouraged a restructuring of job descriptions and 
professional development opportunities for assistant principals. 
A comprehensive study by Golden (1997) looked at the nature of the role of the 
assistant principal in the New York City schools. The New York City model is structured 
in such a manner that assistant principals are educational leaders in specific subject areas 
and are a teacher of teachers as opposed to being an office administrator (p. 101). The 
conclusion for Golden is that the assistant principal should be an instructional leader and 
not a supervisor or manager. 
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Holmes (1 999) expanded on the vision of Bates and Shank (1 983), Norton and 
Kriekard (1 987) and Golden (1997) by emphasizing the importance of the assistant 
principal as an instructional leader. "Assistant principals should be a principal's strong 
right arm in all matters that touch upon the vigor, verve, and direction of the school's 
development" (Holmes, 1999, p. 14). Holmes, as have the others, espoused the ascension 
of the assistant principal into a leadership role over a management role. 
Preparation for the Principalship 
Despite the mounting challenges that principals face, there are applicants who 
seek the position of the principalship. Numerous authors have studied in depth the 
necessary preparation for moving into the role of principal. Smith (1 987) completed a 
survey in Washington, which asks one key question: "What experiences do superiors of 
secondary school assistant principals feel are essential for promotion (p. 9)? Some key 
conclusions and recommendations from the study include: 
1. Most coursework in administrative classes is geared toward principals. 
2. Assistant principals are most happy when they are performing tasks they 
enjoy or see as relevant. 
3. School districts should seek ways to assign less meaningful tasks performed 
by assistant principals to other personnel. 
4. Assistant principals should be afforded greater depth and breadth in 
professional development activities that prepare them to serve as principals. 
(P. 12) 
The work of Marshall et al. (1 992) focused on case studies of 20 assistant 
principals from eleven different districts as a means of looking at their aspirations to 
ascend to the principalship. Marshall, et al. found that over 80% of assistant principals 
wish to serve as principal or other higher level administrator (p. 80). 
Richard and Fox (1 991) placed emphasis on the internship experience as the key 
to preparing individuals to serve as principals. Five elements made up a successful 
internship experience: Responsibilities for Supervision, Responsibility for a Specific 
Project, Responsibility for Leadership, Responsibility for Routine Decision Making and 
Problem Solving, and Responsibility for Public Speaking and Public Relations (p. 26-28). 
Barnett (1 990) also emphasized the importance of the mentor-intern relationship in 
outlining the elements of such a successful program at the University of Indiana. 
Wilmore and Erlandson (1 993) provided a similar view in describing the Texas A&M 
Management Profile program, an assessment program for first year and aspiring 
principals (Wilmore, 1995). The program is a comprehensive three-year approach used 
to prepare individuals to serve successfully as a principal in a long-term fashion. Von 
Villas (1 994) advocated that in addition to mentoring programs, a principal should be 
given a guidebook prepared by the principal currently in the office. The guidebook 
would allow the new principal to understand the complexities and time demands of the 
new position. The call by Von Villas for such a guidebook is supported by Aquila and 
Hoynes (1996) who, in their study, identify 34 tips for new principals. If the position is 
complex enough to merit at least 34 tips for survival for first year principals, then a tool 
like a guidebook may be invaluable for the survival of first year principals. 
Finally, Evans and Mohr (1 999) offered seven core beliefs of professional 
development for new principals based on their work with the Annenberg Institute for 
School Reform: 
1. Principals' learning is personal and yet takes place most effectively while 
working in groups. 
2. Principals foster more powerful faculty and student learning by focusing on 
their own learning. 
3. While we honor principals' thinking and voices, we want to push principals to 
move beyond their assumptions. 
4. Focused reflection takes time away from "doing the work," and yet it is 
essential. 
5. It takes strong leadership in order to have truly democratic learning. 
6. Rigorous planning is necessary for flexible and responsive implementation. 
7. New learning depends on protected dissonance. (p.53 1-532) 
The Assistant Principalship is a Preparation for the Principalship 
The core question remains whether or not the role of the assistant principal 
prepares one to serve as principal. On this point the opinions of researchers vary greatly. 
Dorrniny and Brown (1 982), in a study of the job satisfaction of high school assistant 
principals in Georgia, shared that the role of the assistant principal will be a strong 
training ground if these professionals are fortunate enough to serve with "considerate 
principals" who provide them with strong support and leadership opportunities (p. 390). 
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Clemons (1 989) shared that the move toward site-based management has brought 
about a major change in leadership for assistant principals. Clemons also states 
"Assistant principals are being taken out of subordinate roles and placed in more highly 
regarded leadership positions" (p. 33). As part of this transformation it is imperative that 
assistant principals receive the same type of training as the principal. In doing so, the 
assistant principal is a partner in the administrative process and is ready to assume the 
role of the principal when the opportunity arises. 
Parskey (1 989) supported the claim of Clemons that the assistant must be a 
partner and the principal a chief mentor for the assistant principal. "When we begin to 
properly train and lend credibility to the position of the assistant principal, is when our 
cadre of fbture principals will be ensured" (p. 98). As shown earlier, Marshall, et al. 
(1992), in looking at the nature of the assistant principalship as a stepping-stone to the 
principalship, looked at six categories of orientation for assistant principals. They found 
that those assistants who followed the social norms of a given district and were strongly 
supported by their principals and other district leaders, had a strong chance of being 
prepared to serve as a principal. Portin, Shen, and Williams (1 989) shared that in 
response to greater demands on the time and energy of principals, assistant principals 
have offered greater leadership opportunities and responsibilities. Because of this, 
assistant principals will be better prepared to serve as principal when the time comes. 
The Assistant Principalship is not a Preparation for the Principalship 
Numerous researchers throughout the years have come to the conclusion that the 
role of the assistant principal does not prepare an administrator to be a building principal. 
Their findings are similar to those of Glanz (1994), whose list of duties of assistant 
principals revealed that most of their time is spent in student discipline and managerial 
roles as opposed to leadership roles. It is a similar list of duties that is the foundation of 
the survey for this study. In looking at the socialization process required for 
advancement, Greenfield et al. (1 985a) concluded: "In the case of the assistant principals 
it appears that current socialization processed lead to the development of a custodial 
response to the role, and experience in the assistant principal role may be somewhat 
dysfunctional as preparation for leadership roles of greater responsibility, such as the 
principalship" (p. 24). Kelly (1 987) completed interviews with eight assistant principals 
in Canada and concluded: "They observed that assistant principals spend most of their 
time at tasks they will not look after as principals, and very little time at tasks they must 
perform when they become principals. As a result, the efficacy of the assistant 
principalship as a training ground for the principalship is highly questionable" (p. 18). 
Kelly (1987) concluded these results were consistent with earlier literature reviews on the 
subject. 
At approximately the same time as the Glanz study, Myers (1994) identified: 
"The positions of principal and assistant principal are markedly different in a surprising 
number of ways-goals, power, rewards, authority, respect, outcomes, perspective, etc." 
(p. 1 16). Hartzell et al. (1995) also stated that, "The nature of the assistant principal and 
the skills required to be successful as an assistant principal are oriented much more 
toward management than toward leadership, a condition that does not promote the 
development of visionary leadership in its occupants" (p. 158). Davis (1 998) closely 
paralleled the beliefs of Hartzell: "The skills required for successful performance in 
lower level administration jobs will eventually lose their usefulness in higher level jobs" 
(p. 5 1). Davis especially emphasized the large difference in political activity and skill 
needed in the principal position that is often not needed or learned in the assistant 
principal role. 
Duties and Responsibilities of Assistant Principals 
Lane (1 984) showed that assistant principals' duties were (a) primarily dealing 
with student discipline, (b) students' programs and activities, (c) buildings and 
maintenance, and (d) a wide variety of functions that took much less time. The study also 
showed that the duties the assistant principals were least involved were (a) public 
relations, (b) adult personnel, (c) finance, and (d) professional growth. The primary 
concern of the assistant principals in those studies was the lack of professional 
development and training for them. 
An interesting study was conducted comparing what assistant principals actually 
do versus what they should do. Norton and Kriekard (1987) found, in a study of assistant 
principals in six states, that a comparison of competencies actually performed by public 
school assistant principals (or real competencies) and those that should be performed by 
the assistant principals to make them most effective (or ideal competencies) has the 
following results. There was a very high discrepancy in the two categories of 
competencies in student activities and pupil personnel. They spent too much time in 
these areas. Four areas had just the opposite effect on the comparison of the two 
categories of the competencies. The assistants spent much less time than they should in 
planning and decision making, personnel, community relations, and instructional 
leadership. 
Graduate Training Programs 
Since 1995, National Association of Secondary School Principals (NASSP) has 
been involved in an effort to improve the quality of educational leadership preparation 
programs at the National Council for Accreditation of Teacher Education (NCATE)- 
accredited universities and colleges. In 2002, the National Policy Board for Educational 
Administration is (NPBEA). Instructions to Implement Standards for Advanced 
Programs in Educational Leadership states the following: 
1. Universities are encouraged to design curricula in an integrated and/or 
problem-based mode to promote an understanding of the connectedness of the 
various knowledge and skill areas in educational leadership. 
2. The application of knowledge and the development, integration and practice 
of professional skills are important components of the campus program and of 
the internship. 
3. Preparation programs should include three dimensions: (a) Awareness, 
defined as acquiring concepts, information, definitions, and procedures; (b) 
Understanding, defined as interpreting knowledge to school environments, 
integrating concepts with practice, and using knowledge and skills in context; 
and (c) Capability, defined as applying knowledge and skills to specific 
problems of practice. 
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4. Universities are encouraged to employ appropriate adult learning strategies in 
educational leadership programs, recognizing the advantage of addressing 
problems authentic to graduate students and using candidates' reflective 
experiences. 
5. Program goals and objectives should focus on the knowledge, skills, and 
attributes required by candidates to lead and manage an educational enterprise 
centered on teaching and learning. (National Policy Board for Educational 
Administration, 2002). 
In 1997, Haller, Brent, and McNamara published a study on graduate programs in 
educational administration. The purpose of the study was to determine whether graduate 
programs in educational administration help to improve America's schools. Using school 
and staffing data collected by the National Center for Educational Statistics, Haller et al. 
attempted to determine whether there was a significant difference in the educational 
levels of principals in schools that were identified as effective versus those that were not, 
Based on their research, they concluded ". . .neither the general level of principals' 
graduate training nor specific training in educational administration has a positive impact 
on their school' effectiveness" (Haller et al., p. 226). 
There appears to be very few training programs for the assistant principalship. 
Assistant principals are trained in educational administrationlleadership programs 
designed to prepare candidates for the position of principal. Although many of the duties 
of these two positions overlap considerably, the roles if the two positions differ in the 
dimensions of leadership, discretionary power, and the types of contacts with parents, 
teachers, and students. 
Research does indicate that training for the principalship and possibly for the 
assistant principalship may be improved through a change in methodology and time spent 
in the field. Internships should be expanded to provide a longer period of on-the-job 
training before the student assumed the responsibilities of the job. Cohort study groups, 
university-trained mentors for beginning principals, and classes that are made relevant to 
the position should be considered in the training of assistant principals for the 
principalship. 
Georgia's Requirements for a Principal Certificate 
The state of Georgia has specific requirements for a candidate to qualify for a 
professional certificate as a principal. The Georgia Professional Standards Commission 
which sets the certification requirements for the state of Georgia requires the following 
for a candidate to qualify for a professional certificate in the area of educational 
leadership: 
1. The candidate must possess a Master's Degree or higher degree from a 
regionally accredited institution; 
2. Have completed three years of acceptable school experience; 
3. Complete an approved program at the Master's Degree level or higher in 
Educational Leadership and obtain the professional recommendation from the 
preparing institution or provide documentation of out-of-state certification. 
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4. All candidates applying for a certificate are required to present passing scores 
on either the Georgia Teacher Certification Test (Not administered after June 
1997) or the Praxis 11: Subject Assessments. 
Prior Employment Training 
Movement between the different school administrative positions--from assistant 
principal to principal, fiom principal to superintendent, from superintendent to district 
administrator can be a natural part of a career in education. Such within-field movement 
exposes people to a wide variety of the activities in which school systems engage and 
provides insight into the complexity of the different jobs. However, very little is known 
about the moves school administrators make within the field of education other than the 
likelihood that individuals will hold other administrative positions before assuming a 
principalship. 
What types of prior work experience do elementary and secondary public school 
principals bring to their job? What percentage hold teaching jobs before becoming 
principals, and for how many years? What percentage hold other administrative and 
nonteaching, nonadministrative jobs in elementary and secondary education before 
becoming principals and for how long? According to the 1999-2000 National Center for 
Education Statistics (NCES) Schools and Staffing Survey (SASS) addressed responses to 
the previously asked questions, 66.8% of public school principals and 44.2% of private 
school principals have held an assistant principalship or program director position before 
becoming principals. 
Traditionally, principals have been drawn from the ranks of teachers. This 
practice provides the principalship with a pool of candidates experienced at the classroom 
level and affords teachers the opportunity to move into the ranks of administrators. The 
SASS data in 1993 indicated that this tradition continues. Almost all principals teach 
before becoming principals, averaging about 10% years of teaching experience. 
The principal's job requires not only an understanding of the educational process 
at the classroom level, but the skills to coordinate the efforts of a staff that includes 
teachers, other administrative personnel, and other professional and nonprofessional staff. 
About half of all principals have administrative experience in elementary and secondary 
education before becoming a principal, averaging about 5% years. However, it also 
means that about half came to their jobs with no administrative experience in school or 
district positions. About 17% of all principals held non teaching, nonadministrative 
positions (e.g., guidance counselor, curriculum specialist, librarian) at some point in their 
careers before becoming principals, averaging about sex years (National Center for 
Education Statistics, 1993). 
Leadership Attributes of Principals 
It is important to realize that no commonly accepted definition or set of attributes 
exists for leadership. While any dictionary may offer a concise definition of the 
construct, the research and writing on leadership are far less clear. While leadership is 
far too complex to be reduced to a set of attributes, developing a framework is useful in 
exploring the skills leaders possess and how they interact with others. Stronge (1998) 
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states that in varying ways and in varying degrees depending on the context, effective 
leaders would demonstrate desirable technical, conceptual and human skills. 
Technical skills. The technical aspects of leadership reflect the specialized 
knowledge, tools and techniques that leaders either possess or employ (either 
themselves or with and through others) to accomplish the task at hand. 
Conceptual skills. Leadership authors consistently describe leaders as possessing 
and practicing strong conceptual skills such as intelligence and judgment. 
However, the essential elements of leadership that often are emphasized are 
creative and encompass the organization as a whole: the ability to see the big 
picture, to imagine and to speculate to envision change. 
Human skills. Although technical and conceptual skills are vital components to 
the makeup and behavior of leaders, it is the ability to work with and through 
others in a morally elevating way that epitomizes the leadership literature. 
(Stronge, 1998) 
Principal leadership is a central causal factor that makes schools more effective in 
the instruction of students (Valentine & Bowaman, 199 1). Research of leadership in 
schools emphasized two crucial factors in leaders' behaviors. The first of these factors 
concerned those factors that attend to "technical" functions of the performance. 
Examples included scheduling, organizing, and supervising. Theorists identified these 
factors as initiating structure or task orientation. The second factor concerned those 
behaviors that attend to the "human" elements of function. Examples included morale, 
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decision-making, group processing, and motivation. Theorists identified these factors as 
consideration for people as people-oriented. The focus was on concern for people and 
the "human" elements. There is more to leadership than these two factors. Exemplary 
principals are also known to be skilled instructional leaders (Owens, 1991). Their skills 
included counseling teachers, developing curriculum, and remediating the pedagogical 
work of teachers. Principals were versed in teaching and learning principles and they 
held teachers accountable for students learning. School leaders who build strong 
organizational cultures spend time articulating the purposes and the mission of the school 
and the values become socialized. 
Sweeny (1 992) completed a synthesis of studies on effective leadership behaviors 
of school leaders in which student achievement was high. The following factors 
identified the effective school leaders. 
1. Emphasizes student achievement. The principal gives high priority to 
activities instruction, and materials that foster academic success. Effective 
schools leaders are visible and involved in what goes on in the school and its 
classrooms. They convey to teachers their commitment to achievement. 
2. Sets instructional strategies. Effective school leaders take part in instructional 
decision-making and accept responsibility for decisions about methods, 
materials, and evaluation procedures. Plans are developed for solving 
students' learning problems. 
3. Provides an orderly atmosphere. Effective School leaders are doing what is 
necessary to ensure an environment that is conducive to learning. 
4. Frequently evaluates student progress. Effective school leaders monitor 
student progress. Expectations are established for the school and are checked 
on a frequent basis. 
5.  Coordinates instructional programs. Effective school leaders interrelated 
course goals, objectives and materials across all grades. What is happening in 
the classroom is a part of the overall goals and programs of the school. 
6. Supports teachers. Effective school leaders communicate with teachers about 
the goals and procedures of the school. In addition, effective school leaders 
support teachers' on going professional development that promotes 
professional growth. 
Leadership involves mission, direction, and inspiration. Management includes 
designing and carrying out plans, getting things done, and working effectively with 
people (Fullan, 199 1). 
Aspirations Towards the Principalship 
A shortage of principals compounded with inadequate training for the 
principalship has created a crisis for those responsible for hiring the chief executive 
office of the school (Doud & Keller, 1998). In an era of accountability, principals face an 
array of challenges as they learn on-the-job. If there is a shortage of qualified candidates 
to fill current principal openings, what are the reasons for the absence of candidates to fill 
these positions? There are several factors contributing to the nation-wide shortage of 
applicants to the position of the principalship. There are a number of principal job 
openings due to the need to replace retiring principals. Although these retirements create 
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an opportunity for applicants who aspire to become principals, there remains a shortage 
of "qualified" candidates for principal vacancies in the United States. Major concerns 
that discourage applicants for the principal position include inadequate compensation, the 
responsibilities of the principal's duties, the stress of the job, and the long hours. Tirozzi 
and Ferransino (2000) examined the principal shortage, and they concluded that in the 
near future, the number of retirees would outnumber the aspiring number of applicants, 
resulting in a leadership crisis that will adversely affect student performance. 
Because of the complex demands placed on educators, teachers and counselors 
are reluctant to apply for the position of principal (Wax, 2002). In an effort to encourage 
and nurture future principal candidates, school systems need to take steps to make clearer 
the role of the assistant principal as a career path toward the principalship. A structured 
process to identify and to assist the potential candidates could make the principalship 
more appealing. 
One of the primary factors discouraging applicants for the principalship is 
inadequate salary compensation, according to the findings of Cooley and Shen (2000) 
and Tirozzi and Ferransino (2000). In an effort to study what factors influenced the 
individual's decision to seek a high school principalship, Pounder and Merrill(2001) 
discovered a connection between job compensation and loss of personal time. 
Superintendents in the study stated that 60% of applicants who declined a high school 
principalship indicated that the principal's pay was insufficient. Because the complexity 
of the principal's job has discouraged many applicants from applying for the position, 
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school systems will have to take the initiative at re-defining the role of the principal and 
develop nurturing steps to sustain those who do accept the responsibility. 
In 2002, the New Jersey Department of Education conducted a survey of 
superintendents and the results also showed a serious shortage of principals. Of the 
completed surveys, 43 were from respondents that already have principal certification. 
Twenty-two of the 43, or 5 I%, had no interest in pursuing a career as a principal. There 
were also 28 respondents who were working toward obtaining certification. Of these 28, 
82% indicated they would pursue a career as a principal. Ninety of the people surveyed 
responded that they were interested in pursuing a career leading to the principalship 
because of their belief that a "successful principal was the key to a successful school." 
The other reasons why they desired to become principals, in order of preference, were: 
1. The belief that, as principal, they would be the instructional leader of the 
school. 
2. They would enjoy a leadership role with the faculty. 
3. They would enjoy being responsible for making decisions that would have an 
impact on large numbers of people. 
4. They would enjoy working with diverse community groups. 
Job satisfaction is a key factor in looking at the possible ascendancy of an 
individual from the assistant principalship to the principalship. As has been documented 
consistently in this report, many assistant principals see their careers potentially as 
unfilled if not eventually rising to the level of principal. Poor preparation for the 
transition also potentially sets the new principal up for failure. Most assistant principals 
find their jobs crisis oriented and professionally dissatisfying. The principals are the 
single most critical persons in changing the assistant's perception. If the principals 
perceive the assistant should take care of the routine matters daily in the school, then 
nothing will change. If the principals view the position as essential to the functioning of 
a modem secondary school, they will insure that the experiences of the assistant are 
balanced with meaningful assignments that make the role rewarding and better prepare 
the assistant for future assignments of greater responsibility. 
Bushweller (1 996), in his study of stress on educational administrators, shared: 
"Principals in the study . . . reported high levels of stress from feeling they had workloads 
they couldn't possibly finish in a normal workday" (p. 15). Sutter (1 996) completed a 
comprehensive job satisfaction survey with 4 16 Ohio secondary school assistant 
principals. In respect to this study, two conclusions stood out: (a) Assistant principals 
who believed there would be opportunities for advancement within their current school 
systems were found to have significantly higher levels of job satisfaction, and 
(b) Assistant principals who wanted to become principals were found to have 
significantly higher levels of job satisfaction compared to those who planned on 
remaining assistants for their entire careers (p. 109). It stands to reason that those 
assistant principals who are given greater leadership opportunities will not only be more 
prepared to be principals, but will be more satisfied during their time as assistant 
principals. 
With regard to the survey instrument, Kriekard (1 985) originally surveyed 
assistant principals in a six state area in the southwestern United States to determine the 
competencies needed to serve as an assistant principal. He developed a questionnaire 
using information from the NASSP Principals' Task Inventory, the Performance 
Evaluation of Education Leaders (PEEL) developed Demcke at Arizona State University, 
and a competency listing for assistant principals developed by Kriekard and Norton in 
1980. A review of the study by Norton and Kriekard (1 987) appeared in the NASSP 
Bulletin in October 1987. Wright (1 994) then utilized the Kriekard listing of real and 
ideal competencies for assistant principals in her study of principals in several counties in 
Michigan. The goal of her study was to survey newly appointed principals as to whether 
or not they felt assistant principals were engaged in work that truly prepared them to be 
principals. 
Authors and studies in the 1980s continued to solidify the feeling that the position 
of assistant principal was still in a state of inconsistency. The authors do, however, 
believe there is change slowly taking place. There was a strong sentiment expressed that 
the assistant principal is the best position to learn to be a principal. If this is true, then 
they believe the experience must be expanded to expose the assistant to all the duties and 
functions of the principal. 
Considered in the past to be merely a stepping stone to the principalship, 
assistants now remain in their positions for the following reasons: (a) increased pay, 
(b) increased responsibility and authority, and (c) increased job satisfaction. Many 
schools and districts are seeking to improve the assistantship by including in it a variety 
of functions to provide satisfaction and reward to the job holder (Gross, Shapiro, & 
Meehan, 1980). 
Most assistant principals aspire to be principals. Most enter this position with 
expectations of continued upward mobility. They also single out their principals as the 
main source of help on-the-job. There must be a redefined role for assistant principals 
with more involvement in instructional and curriculum development (Gorton & Kattman, 
1987). Secondary school principals require previous administrative experience, and the 
majority of them get the experience as assistants. As the role of assistant is presently 
enacted, it is a dysfunctional training experience for the principalship. There is limited, 
or even in some cases, no experience with instruction, finance, and personnel (Marshall 
& Greenfield, 1985). 
A term that is used to describe one training medium for assistant principals is on- 
the-job-training (OJT). The assistant usually performs and learns tasks that the principal 
performs and is responsible for while serving in the position of assistant principal. 
Principals in a study in Jefferson County, Alabama, said that the OJT assistant 
principals receive in their schools is probably the most meaningful and important source 
of the assistant's professional development. Assistant principals get the same basic, 
formal training as principals. What they need is actual experience on-the-job. "Adequate 
in-service and professional development must include OJT experiences' (Buckley & 
Whigham, 1988, p. 1). OJT needs to involve communication, varying the role and 
responsibilities annually, while providing feedback and exposure to all facets of school 
leadership (Valentine & Bowman, 1988). 
Implementing new practices regarding the work of assistant principals in 
instructional supervision could result in richer and more satisfying and instructionally 
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relevant roles for the assistant principal. This would be a more functionally appropriate 
set of preparation experiences for those assistants who do become principals as well as 
inverse job satisfaction for those who wish to remain assistant principal. The intervention 
and addition of these experiences should not be added to the already burdensome duties 
of the assistant, but must be substituted for duties that others could perform (Greenfield, 
1985b). 
The day-to-day responsibilities of the assistant principal must b clearly defined 
and have a direct influence on career development. There is a need for a major 
redefinition of the work load and functions of the assistant principalship (Hess, 1985). 
When a person perceives he or she is not in control of their destiny, the result can 
produce a stressful situation. Principals are under stress because they have to answer to 
so many people who voice concerns about the directions and standards by which their 
schools are judged. Such people are teachers, parents, central office personnel, and the 
board of education. In some ways, principals are faced with the dilemma of having to 
please and to be accountable to increasing constituencies, and this can be quite stressful 
for principals. 
Principal's Sense of Self-Efficacy 
In this era of accountability and significant school reform, efforts to improve 
schools increasingly look to the principal to spearhead change efforts at the school level. 
It is widely accepted that good principals are the cornerstones of good schools and that, 
without a principal's leadership efforts to raise student achievement, schools cannot 
succeed. The principal is seen as a key agent at the school level, initiating change by 
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raising the level of expectations for both teachers and students. What principals do is a 
direct consequence of what and how they think (Leithwood & Steinbach, 1995; 
Leithwood et al., 1994; McCormick, 2001 ; Sergiovanni, 1991). One promising, but 
largely unexplored avenue to understanding principal motivation and behavior is 
principals' sense of efficacy. 
A principal's sense of efficacy is a judgment of his or her capabilities to structure 
a particular course of action in order to produce desired outcomes in the school he or she 
leads (Bandura, 1997). It is a principal's self-perceived capability to perform the 
cognitive and behavioral hnctions necessary to regulate group processes in relation to 
goal achievement (McCormick, 2001). Self-efficacy has a significant impact on goal- 
setting, level of aspiration, effort, adaptability, and persistence (Bandura, 1986; Gist & 
Mitchell, 1992). These beliefs affect the development of functional leadership strategies, 
and the skillful execution of those strategies (McCormick, 2001). 
Self-efficacy beliefs are an element of social cognitive theory (Bandura, 1977, 
1986, 1997). Self-efficacy beliefs are context-specific; however, people do not feel 
equally efficacious for all situations. Principals may feel efficacious for leading in 
particular contexts, but this sense of efficacy may or may not transfer to other contexts, 
depending on the perceived similarities of the task. Therefore, in making an efficacy 
judgment, consideration of the elements of the task at hand are required. In addition, it is 
necessary to assess one's strengths and weaknesses in relation to the requirements of the 
task (Tschannen-Moran & Gareis, 2004). In analyzing the task, the relative importance 
of factors that make leading difficult or act as constraints in a particular context are 
weighed against an assessment of the resources available that facilitate leadership. In 
assessing self-perceptions of competence, the principal assesses personal capabilities 
such as skills, knowledge, strategies, or personality traits balanced against personal 
weaknesses or liabilities in this particular school setting. The interaction of these two 
components leads to judgments about self-efficacy for leadership in a particular school 
context. 
The purpose of leadership is to facilitate group goal attainment by establishing 
and maintaining an environment favorable to group performance. "Successful leadership 
involves using social influence processes to organize, direct, and motivate the actions of 
others. It requires persistent task-directed effort, effective task strategies, and the artful 
application of various conceptual, technical, and interpersonal skills" (McCormick, 2001, 
p. 28). A robust sense of efficacy is necessary to sustain the productive attentional focus 
and perseverance of effort needed to succeed at organizational goals (Wood & Bandura, 
1989). Leadership self-efficacy has been related to direction setting and to gaining 
followers' commitment, as well as in overcoming obstacles to change (Paglis & Green, 
2002). Perceived self-efficacy influenced analytic strategies and subsequent 
organizational performance of managers in a simulated organizational environment 
(Wood & Bandura, 1989). Leadership self-efficacy was strongly related to performance 
evaluations by objective observers in a leadership simulation and to leadership rating by 
peers and superiors, as well as to subordinates performance abilities (Chemers, Watson, 
& May, 2000). Leader's self-efficacy has also been found to mediate employee's 
engagement with their work (Luthans & Peterson, 2002). Worker engagement occurs 
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when the worker is cognitively vigilant and/or emotionally connected to others to find 
meaning in his or her work. 
Although empirical studies of principal's sense of efficacy are few, the results are 
enticing. Self-efficacy beliefs are excellent predictors of individual behavior. Principals 
with a strong sense of self-efficacy have been found to be persistent in pursuing their 
goals, but are also more flexible and more willing to adapt strategies to meeting 
contextual conditions. They view change as a slow process. They are steadfast in their 
efforts to achieve their goals, but they do not persist in unsuccessful strategies (Osterman 
& Sullivan, 1996). Confronted with problems, high efficacy principals do not interpret 
their inability to solve the problems immediately as failure. They regulate their personal 
expectations to correspond to conditions, typically remaining confident and calm and 
keeping their sense of humor, even in difficult situations. Principals with higher self- 
efficacy are more likely to use internally-based personal power, such as expert, 
informational, and referent power, when carrying out their roles (Lyons & Murphy, 
1994). 
By contrast, low efficacy principals have been found to perceive an inability to 
control the environment and tend to be less likely to identify appropriate strategies or 
modify unsuccessful ones. When confronted with failure, they rigidly persist in their 
original course of action. When challenged, they are more likely to blame others. Low 
efficacy principals are unable to see opportunities, to develop support, or to adapt 
(Osterman & Sullivan, 1996). They are quicker to call themselves failures and 
demonstrate anxiety, stress, and frustration. Those with lower self-efficacy are more 
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likely to rely on external and institutional bases of power, such as coercive, positional, 
and reward power (Lyons & Murphy, 1994). The perception of the environment as 
uncontrollable had a debilitating effect on individual goal setting and problem solving. 
These findings are consistent with the evidence offered by Janis and Mann (1 977) that 
"Those who perceive themselves to be inefficacious adopt faulty decision strategies 
characterized by inadequate identification and assessment of alternatives and incomplete 
evaluation of feedback" (Osterrnan & Sullivan, 1996, p. 68 1). 
Inefficacious beliefs have been related to higher levels of burnout (Friedman, 
1997). Task stressors such as overload, role ambiguity and role conflict, external 
relations (such as with parents and community representatives) as well as emotional and 
problem-focused coping strategies also played a role in predicting burnout. 
CHAPTER I11 
THEORETICAL FRAMEWORK 
The theoretical framework is descriptive of the examination utilized to explore the 
relationships between the selected independent variables (graduate training program, 
prior employment training, participation in the role of the principalship, leadership 
attributes, and aspirations towards the principalship) as they affect the dependent variable 
(preparedness for the principalship). The moderator variables imposed upon the study 
are age, gender, ethnicity, highest degree earned, certification type, years as classroom 
teacher, years as an assistant principal, years as an educator, enrollment of the school, 
building organization, and location). The assumption is that graduate training program, 
prior employment training, participation in the role of the principalship, leadership 
attributes, and aspirations towards the principalship influences principalship preparation. 
Definitions of variables are presented, and research hypotheses are stated. 
Definition of Variables 
Independent Variables 
Graduate Training Program-The program that grants the post baccalaureate 
degree, provides preparation in the field of educational administrationlleadership and the 
course of academic study, the curriculum, and internship experience for the preparation 
of the leadership degree. 
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Prior employment Training-Includes previous employment, fonnal/informal 
learning opportunities, on-the-job training, and other experiences prior to the current 
position of assistant principal or principal. 
Participation in the role ofthe Principalship-The duties and responsibilities that 
are most closely associated with the role of the assistant principalship and how they relate 
to that of the principalship. 
Leadership Attributes-Distinctive elements andlor characteristics that help 
define effective leaders of organizations. 
Aspirations towards the Principalship-.A desire and/or pursuit of the position of 
obtaining the principalship. 
Dependent Variable 
Preparation for the principalship-The assistant principal's feeling of self 
efficacy in undertaking the tasks of the principalship 
Moderating Variables 
Age--The numerical age of the assistant principallprincipal. 
Gender-The condition of being female or male; sex of the assistant 
principallprincipal. 
Ethnicity-The cultural characteristics that connect a particular group. 
Highest degree earned-The highest educational degree that the assistant 
principallprincipal has earned to date. 
Certzjication type-Teacher certification level as recognized by the Georgia 
Professional Standards Commission. 
Years as classroom teacher-The total number of years that the assistant 
principallprincipal sewed prior to becoming an assistant principallprincipal. 
Years as an assistantprincipal-The total number of years that the assistant 
principal has served as an assistant principal or for the principal, the total number of years 
that the principal served as an assistant principal prior to the principalship. 
Years as an educator--The total number of years that the assistant principal1 
principal has sewed in the capacity of an educator. 
Enrollment of the school-The total number of students enrolled at the school 
where currently employed as an assistant principallprincipal. 
Building organization-Elementary, middle, or high school; 
Location of the school-Rural, urban, suburban, or small city-town. 
Scope and Limitations 
The limitations for this research study are as follows: 
1. The study is limited to several schools within the metro Atlanta area and may 
not be representative of all the schools or school districts within Georgia. 
2. The research study investigates the relationship between the independent 
variables that affect the preparation for the principalship. 
3. There is a limited amount of research that has investigated the relation of the 
independent variables (graduate training program, prior employment training, 
participation in the role of the principalship, leadership attributes, and 
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aspirations towards the principalship) as they affect the dependent variable 
(preparedness for the principalship). 
4. The probability exists that other related factors may affect the preparation for 
the principalship within the Atlanta schools that are selected for participation 
in this study. 
5. It is assumed that the respondents will provide truthful answers to the survey, 
in the best interest of protecting the participants' privacy. 
The Assistant Principalship as Preparation 
for the Principalship 
Figure 1. Relationship among the Variables 
Independent Variables 
Graduate Training Program 
Pre-Service Training 
Participation in the role of the 
principalship 
Leadership Attributes 
Aspirations toward the Principalship 
b 
Dependent Variable 
Preparedness for the 
Principalship 
- - Moderating Variables Age Years as an assistant principal Gender Years as an educator 
Ethnicity Enrollment of the school 
Highest degree earned Building organization 
Certification type Location of the school 




In this study, a survey questionnaire was used to document the perceptions of 70 
principals and 100 assistant principals regarding the training and preparation afforded 
assistant principals in selected schools in the metro Atlanta area as preparation for the 
successful principalship of schools. Demographic information and principal and assistant 
roles and responsibility data was also gathered. The study sought to seek information 
from principals and assistant principals in selected school districts to determine if 
assistant principals' duties and responsibilities, in conjunction with their daily activities, 
provide adequate training for them to be a successful principal in a school. This study 
attempted to determine if the selected assistant principals intent to seek a principalship in 
their future career. Another purpose of this study was to determine if the selected 
principals perceive the position of assistant principal as a proper and useful training 
medium for the principalship. The study also investigated if principals and assistant 
principals believe that assistant principals receive relevant training for the principalship 
from within their graduate school preparation programs. The discussion of the 
methodology includes the design of the research, instrumentation, and data collection 
analysis procedures. 
Research Design 
The research design for this study is a survey of assistant principals and 
principals. A questionnaire explored principals' perceptions and assistant principals' 
perceptions of the training and preparation for the role of principalship. The survey 
questionnaire was developed for the purpose of collecting data to test hypotheses 
described in Chapter 111. Results of the questionnaire were analyzed to describe 
relationships among the various variables. 
The research was subdivided into several sections. The first sector encompassed 
basic descriptive and statistical data resulting from the quantitative comparative research 
study of the moderating demographic variables data (age, gender, years' teaching 
experience, race, highest degree earned, present position, gender, educational institution 
attended, type of certification, years as assistant principal, size, location, or type of 
school). The other sectors provided a statistical review of how the independent variables 
(graduate training program, prior employment training, participation in the role of the 
principalship, leadership attributes, and aspirations for the principalship) affect the 
preparation of assistant principals for the principalship. 
Description of the Sample 
The study occurred in the metropolitan school districts in Atlanta, Georgia. The 
participants in the study were the assistant principals and principals within the chosen 
school districts. The rationale for choosing participants is based on the fact that they all 
hold the job title of assistant principal or principal in the identified school districts. This 
method of using all assistant principals and principals within these districts in the sample, 
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were chosen because many variations were noted that may have impact on the outcome 
of variables selected. These variations include the school geographic locations, the 
number of students in the schools, the number of assistant principals assigned to the 
buildings, the level of training, years of experience of the assistant principal and principal 
surveyed and the various roles that the assistant principals serve in their respective 
schools. 
The Georgia Professional Standards Commission reported that there were over 
5,000 public elementary and secondary school administrators in 2003-2004 school year. 
Of that number, 2,072 were principals leaving 2,863 assistant principals serving in the 
role of assistant principal. The large number of assistant principals employed in the 
state's public elementary and secondary schools is one indicator of the importance of this 
administrative position in managing and operating an educational organization. 
Description of the Instrument 
The instruments (see Appendix A and Appendix B) used in the study is in the 
form of a questionnaire. The survey questionnaires include items relating to personal and 
professional characteristics of the respondent. Personal demographic information 
includes questions on age, gender, and race. Professional demographic information 
include questions about the graduate institutions where principals and assistant principals 
received administrative certification, the type of administrative certification earned, and 
the highest degree held. Additionally, the respondents' professional background and 
position at the time of the survey were collected. The background items that also were 
surveyed include questions such as the present position, years in the classroom, years as 
an assistant, years as an educator, current school enrollment, grades supervised, and 
number of assistants in the school. 
Information on the graduate training programs for the position of principalship, 
prior employment training, participation in the role of the principalship, leadership 
attributes, and aspirations for the principalship was included in the survey. 
Validity and Reliability of the Instrument 
A panel of experts consisting of doctoral committee members assessed the 
questionnaire contents during its development. The panel reviewed the surveys for errors 
and omissions and to establish the content validity of the instrument. The panel judged 
each question to determine whether the survey adequately samples the domain of content 
that it purports to represent. The committee examined the format of the instrument, 
including the language and clarity of directions. 
The instrument went through the following validation process. Construction 
occurred based on a review of literature of perceptions principals and assistant principals 
regarding the training and preparation afforded assistant principals in selected schools as 
preparation for the successful principalship of schools. Face validity was obtained by 
selecting items on the questionnaire that match the defined terms of each component and 
variable. 
For the purpose of this study, preparedness for principalship was measured using 
a 2 1 -item scale with ratings from 1 to 10. The reliability of the scale was assessed using 
Cronbach's alpha. With an alpha of .94, the scale is highly reliable. Respondents were 
asked to rate how confident the assistant principals in their schools are in areas that are 
critical to school management. Appendix C summarizes mean ratings and other 
descriptive statistics for each item that is part of this scale. The results are organized in 
the descending order of the mean ratings. 
Data Collection Procedures 
Prior to conducting research, permission was requested from the selected from the 
selected school districts' offices. Participants were selected from the body of assistant 
principals and principals in the chosen school districts. A letter was addressed and sent to 
each assistant principal and principal participant within the chosen schools requesting his 
or her assistance in the research project. The purpose of this letter was to explain the 
purpose of the study, confidentiality and to assure participants that their responses would 
be anonymous. 
Data Analysis 
The data were analyzed statistically, examining the relationships between each 
variable. The statistical analysis includes the usage of correlation coefficients to 
determine whether relationships exist between named variables as stated in the research. 
Upon receipt of the responses, the survey questionnaires were examined for 
completeness and usability. 
Summary 
The research design involved in this study was quantitative in nature. Assistant 
principals and principals in the designated school districts were invited to participate in 
54 
the study. Participants responded to questions on a questionnaire. All data collected 
were kept confidential. Information was then analyzed. 
CHAPTER V 
FINDINGS 
The purpose of this study was to investigate the perceptions of principals and 
assistant principals regarding the training and preparation afforded assistant principals in 
selected schools in the metro Atlanta area. The assumption is that graduate training 
program, prior employment, participation in the role of the principalship, leadership 
attributes, and aspirations towards the principalship influence preparation for the 
principalship. The following research questions were addressed: 
RQI : Is there a significant relationship between graduate training programs for 
assistant principals and preparedness for the principalship? 
RQ2: Is there a significant relationship between the prior employment training 
that assistant principals receive and preparedness for the principalship? 
RQ3: Is there a significant relationship between participation in the role of the 
principalship and preparedness for the principalship? 
RQ4: Is there a significant relationship between the leadership attributes that the 
assistant principals possess and preparedness for the role of the 
principalship? 
RQ5: Is there a significant relationship between the aspirations of the assistant 
principal and the preparedness of the principalship? 
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RQ6: Do independent variables such as years teaching, age, race, highest degree 
earned, present position, gender, educational institution attended, type of 
certification: years as assistant principal, size, location, or type of school 
have a significant bearing on the perceptions of principals and assistant 
principals regarding training activities for the principalship? 
The corresponding null hypotheses were as follows: 
Hol : There is no significant relationship between graduate training programs 
for assistant principals and preparedness for the principalship. 
Ho2: There is no significant relationship between the prior employment that 
assistant principals receive and preparedness for the principalship. 
Ho3: There is no significant relationship between participation in the role of the 
principal and preparedness for the principalship. 
Ho4: There is no significant relationship between the leadership attributes that 
the assistant principals possess and preparedness for principalship. 
Ho5: There is no significant relationship between the aspirations of the assistant 
principals and preparedness for principalship. 
Ho6: Moderating variables such as respondents' demographic and school 
characteristics have no significant bearing on preparedness for 
principalship. 
For the purpose of this study, preparedness for principalship was measured using 
a 21-item scale with ratings from 1 to 10. The reliability of the scale was assessed using 
Cronbach's alpha. With an alpha of .94, the scale is highly reliable. Respondents were 
asked to rate how confident the assistant principals in their schools are in areas that are 
critical to school management. Table 1 summarizes mean ratings and other descriptive 
statistics for each item that is part of this scale. The results are organized in the 
descending order of the mean ratings. Overall, assistant principals received average 
ratings above 7 with one exception: resource allocation. That is, the weakest skill area as 
perceived by respondents has to do with planning and developing the budget; managing 
fiscal, human, and material resources, utilizing the physical plant; and monitoring and 
reporting on resource use. 
Table 1 
Descriptive Statistics: Competencies oj'Assistant Principals 














Table 1 (continued) 




Policy and political influences 
Organizational oversight 
Public and media relationships 
Measurement and evaluation 
Delegation 
Resource allocation 
Preparedness for Principalship Overall Score 
Note: Individual items were ranked from 1 to 10. 
Assistant principals received high scores (mean ratings of 8 or above) in the following 
four areas: 
oral expression (making clear oral presentations; clarifying and restating 
questions; facilitating group understanding and communication); 
judgment (reaching logical conclusions and making high quality, timely 
decisions given the best available information); 
sensitivity (perceiving affective needs and concerns, managing conflict, and 
recognizing multicultural sensitivities); 
motivating others (building commitment, creating participation, and 
channeling energy; recognizing, supporting, and rewarding effective 
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performance and innovation; coaching, guiding, or correcting performance 
needing improvement; role modeling. 
RQ1: Is there a significant relationship between graduate training programs for 
assistant principals and preparedness for the principalship? 
Three aspects related to graduate training were examined in relation to the 
preparedness for principalship: type of training, graduate courses, and type of teaching 
activity. The analysis focuses fist on examining mean ratings in these three areas and 
differences in responses between principals and assistant principals. Independent 
samples t-tests were employed to determine whether these differences are statistically 
significant. Finally, Pearson's r correlation coefficients were calculated to assess 
whether there is a significant relationship between the aforementioned characteristics of 
graduate training and preparedness for principalship. 
Table 2 shows the percentage of respondents who rated each of the graduate 
training items as either "very important" or "extremely important." The results are 
presented in descending order of this percentage. When asked what type of training is 
most important to the preparation for principalship, most respondents (96.5%) rated the 
on-the-job training (as assistant principal) as either very important or extremely 
important. This finding corroborates the results of the study conducted in Jefferson 
County, Alabama, where respondents noted that the on-the-job training assistant 
principals receive in their schools is probably the most meaningful and important source 
of the assistant's professional development (Buckley & Whigham, 1988, p. 1). 
Table 2 
Perceptions of Graduate Training Programs: Descriptive Statistics 
% Very Important or. 
Extremely Important 
Type of Training 
On-the-job training 96.5% 
Classroom teaching 80.0% 
Formal university coursework 72.2% 
Workshops/conferences/in service activities 67.0% 
Post university training programs 58.4% 
Type of Graduate Courses 
Leadership 81.7% 
Student discipline 80.5% 
Internships or field experiences 78.9% 
Curriculum development 77.9% 
School community relations 76.5% 
Personnel Administration 72.2% 
Supervision and instruction 71.7% 
School Law 71.3% 
Activity management 63.6% 
School Finance 63.5% 
Research (data collection and analysis) 57.4% 
Human growth and development 48.7% 
Psychology of learning 47.8% 
Computer applications 47.8% 
Foundations 36.5% 
Table 2 (continued) 
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Classroom teaching (80%), formal university coursework (72.2%), and 
workshopslconferenceslin-service activities were also viewed as critical to the 
preparation for principalship. Post-university training programs, such as NASSP and 
Principal Academies were viewed as less important to a principal's training (58.4%). 
When asked to identify the graduate courses that are most important to the 
preparation for principalship, respondents indicated that the Leadership courses were 
most effective. Fewer than half of the respondents thought that Human Growth and 
Development, Psychology of Learning, Computer Applications, and Foundations were 
important to the preparation for principalship. 
It is clear that the traditional lecture is the least effective teaching activity when it 
comes to training future principals: only 22% of respondents rated it as "very important" 
or "extremely important." Interestingly, student presentations were also seen as 
ineffective (40.7%). By far, the most effective teaching activities, as perceived by the 
participants in this study, were the principal mentoring programs. 
Are there any differences between the responses of assistant principals and 
principals vis-a-vis the perceived importance of graduated training media, courses, and 
teaching activities? As Table 3 illustrates, principals tend to view on-the-job training 
and classroom teaching as more important to the preparation for pricipalship than 
assistant principals. 
As far as the perceived importance of various graduated courses is concerned, 
there is only one statistically significant difference between the two groups: assistant 
principals consider Psychology of Learning as more important than principals do. They 
are also more likely than principals to see the traditional lecture as an effective teaching 
activity. 
Table 3 
Perceptions of Graduate Training Programs: Differences Between Principals and 
Assistant Principals 
Principals Assistant Principals 
Std Std 
N Mean Dev N Mean Dev T-Test Results 
Type of Training 
Formal university coursewor k 50 4 0 0  083  65 397  0 7 9  n(113)1=20,p=340 
Post university training programs 50 3 78 0 84 63 3 63 0 96 n(113) t = 20,p = 400 
Classroom teaching*** 50 4 58 061 65 4 0 0  087  n(113)!=4 03,p < 001 
Workshopslconferenceslin service 50 3 90 0 74 65 3 75 0 87 n(113) t =  96,p = 331 
On-the-job training* 50 4 8 8  039  64 4 6 6  057  n(112)!=238,p<05 
Table 3 (continued) 
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N Mean Dev N Mean Dev T-Test Results 
To what extent does the perceived importance of the graduate training relate to 
the perceived efficacy of assistant principals in the respondents' schools? The Pearson's 
correlation coefficients that establish whether there is a significant relationship between 
the two sets of variables for all participants as well as separately for assistant principals 
and principals are displayed in Table 4. 
Table 4 
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School community relations 
Internships or field experiences 
Human growth and development 
Psychology of learning 
Table 4 (continued) 
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The findings for all participants indicate that there is a positive significant 
relationship between assistant principal efficacy and the perceived importance of formal 
university course work (n(113) r = .19*, p < .05), the Leadership graduate course (n(l13) 
r =.20*, p < .05), the School Finance course (n(l13) r =. 19*, p < .05), the Human Growth 
and Development course (n(l13) r =.20*, p < .05) and the Activity Management course 
(n(108) r =.26*,p < .01). None of the teaching activities were found to be significantly 
related to the perceived efficacy of the assistant principal. 
The findings for the principals subgroup show that there is the Activity 
Management is related to assistant principal efficacy. Also, the lecture as a teaching 
method was positively correlated with the perceived efficacy of assistant principals. 
Finally, the findings for the assistant principals subgroup reveal a positive correlation 
between the graduate courses of Human Growth and Development, Psychology of 
Learning, Supervision and Instruction, and Curriculum and Development. 
RQ2: Is there a significant relationship between the prior employment training 
that assistant principals receive and preparedness for the principalship? 
It is expected that aside from the quality of the graduate program, the type of prior 
employment opportunities would have a significant impact on the preparation of future 
principals. Table 5 shows that serving as assistant principal is critical to the preparation 
for principalship (89.4% consider this factor as very important or extremely important). 
Being a classroom teacher is the second most important position (80.5%). 
When participants were asked how important is to have experience in certain 
areas of school management, the findings reveal that most important areas of expertise 
have to with curriculum and instruction (88.7%) and budget and finance (85.2%). Few 
respondents consider that past experience with building and grounds has any bearing on 
the preparation for principalship (47.8%). Serving in an administrative position prior to 
appointment as a principal is viewed as "very important" or "extremely important" by 96 
percent of the respondents. Many also consider that is essential that assistant principals 
have a written job description outlining specific duties before moving to principalship. 
Table 5 
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Buildings and grounds 
Other factors 
Service in administrative position 
AP has written job description 
Principal had a part in selecting 
assistant principal 
Principal allows AP additional 
training 
AP is formally evaluated on duties 
Table 6 summarizes the differences between principals and assistant principals 
regarding perceived importance of prior employment. 
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Service in administrative 
position*** 
Written job description 
Principals Assistant Principals 
Std Std 
N Mean Dev N Mean Dev T-Test Results 
Table 6 (continued) 
Principals Assistant Principals 
Std Std 
N Mean Dev N Mean Dev T-Test Results 
Had part in selecting AP 49 4 4 3  0 8 9  61 4 1 3  1 0 6  n ( 1 0 8 ) t = 1 5 7 , p = 1 1 9  
Allows AP additional 
training 49 431  0 8 7  61 4 4 4  0 7 0  n(108)t= 91, p =  363 
AP is formally evaluated on 
duties* 49 4 2 2  0 9 8  61 3 8 4  0 9 5  n ( 1 0 8 ) t = 2 1 0 , p < 0 5  
Principals are more likely than assistant principals to note that serving as 
classroom teacher is important to the preparation for principalship, n(ll1) t = 3.59, p 
<.001. They are also more likely to view experience with adult personnel as important, 
n(113) t = 2.37, p < .05. Finally, compared to assistant principals, principals give more 
importance to serving in an administrative position and to subjecting the assistant 
principal to formal evaluation on specific duties. 
When the perceived importance of the prior employment is examined in relation 
to the perceived efficacy (or preparedness) of the assistant principals for all participants, 
with one exception, all Pearson's correlation coefficients are not significant at the .05 
level (see Table 7). Having a written job description as an assistant principal is 
significantly related to the perceived efficacy in this role, n(108) r =.24,p < .05. 
Interestingly, having a written job description as an assistant principal is significantly 
related to perceived efficacy only within the principals' subgroup. 
Table 7 
Correlations Between Perceptions of the Prior Employment and Preparedness for 
Principalship 
Correlations with 
Cor~elations with Corselations with preparedness for 
pr epar edness for preparedness for principalship: Assistant 




Central staff' administrator 
Counselor 
Area of Experience 
Student personnel 
Student activities 
Buildings and grounds 
Curriculum and instruction 





Prior admin job 
Has a written job description 
Had a part in selecting 
assistant principal 
Principal allows assistant 
principal additional training 
Assistant principal is formally 
evaluated 
* Correlation coefficient is significant at 05 level 
RQ3: Is there a significant relationship between participation in the role of the 
principalship and preparedness for the principalship? 
Participants in this study were asked to rate how important participation in the 
role of the principal in specific areas of management is to the preparation for 
principalship. As with the previous findings, experience in the areas of curriculum and 
instruction and budget and finance are seen as critical (see Table 8). 
Table 8 





N Min Max Mean Std Dev Important 
-- 
Staff personnel 113 3 5 4 50 0.58 95.6% 
Curriculum and instruction 11 1 3 5 4.65 0.58 94.6% 
Budget and finance 113 3 5 4.44 0.63 92.9% 
Community relations 113 3 5 4.32 0.70 86.7% 
Planning reporting 113 3 5 4.07 0.70 78.8% 
Student personnel 113 1 5 3.94 0.79 77.0% 
Student activities 113 1 5 3.84 0 86 72.6% 
Buildings and grounds 113 2 5 3.69 0.84 558% 
But the most important skill area is handling stafflpersonnel issues (95.6 percent). 
This finding corroborates the results of the most recent NAESP study, The Principal in 
1998 (Doud & Keller, 1998), which found that a large majority of the 3000 principals 
surveys identified their number one priority as supervision of and contact with staff. 
Table 9 summarizes the results of the independent samples t tests that were 
conducted to examine differences in response between assistant principals and principals. 
With one exception, perceptions about the importance of participation in the role of 
principalship do not vary significantly between the two groups. Principals are more 
likely than assistant principals to note that participation in the area of student activities is 
important to the preparation for principalship, t(ll1) = 2.53, p < .05. 
Table 9 
Participation in the Role of the Principalship. Differences Between Principals and 
Assistant Principals 
-- -- 
Principals Assistant Principals 
Std Std 
N Mean Dev N Mean Dev T-Test Results 
Curriculum and 
instruction 47 4.66 0.56 64 4.64 0.60 n(109) t = .17,p=866 
Student activities* 49 4.06 0.69 64 3.67 0..94 n(ll1) t = 2..53,p < 05 
Student personnel 49 4.08 0,.64 64 3.83 0.88 n(ll1) t = 1,.77,p = 080 
Buildings and grounds 49 3.86 0.84 64 3.56 0.8 1 n(l1 I )  t = 1.88, p = 063 
Budget and finance 49 4..51 0.54 64 4.39 0.68 n(111)t=l.OO,p=..316 
Staff personnel 49 4.61 0.49 64 4.42 0.64 n(111) t = 1 . 2 4 , ~  = 086 
Community relations 49 4.41 0.70 64 4.25 0.69 n ( l l l ) t = l . l 9 , p = . 2 3 4  
Planning reporting 49 4.16 0.69 64 4.00 0.71 n ( l l l ) t = 1 . 2 2 , ~ = . 3 2 3  
When perceptions about participation in the role of principal are examined in 
relation to preparedness for principalship, none are of the Pearson's correlation 
coefficients are statistically significant at the .05 level (see Table 10). 
Table 10 
Correlations Between Participation in the Role of'the Principalship and Preparedness 
for Principalship 
Correlations with 
Correlations with Cor~elations with Preparedness for 
Participation in the Role Preparedness for Preparedness for Principalship: Assistant 
of Principalship Principalship: ALL Principalship: Principals Principals 
Curliculum and 
instruction n(109) r = .03, p =.736 n(46) r = - 09, p = 558 n(63)r = 16,p=215 
Student activities n ( I I l )  r =-.01,p=.921 n(48) r = -  16 ,p=271  n(63) r = 05, p = 676 
Student personnel n ( l l l ) r = - . 0 1 , p = 9 9 6  n ( 4 8 ) r = - 2 0 , p = 1 6 4  n(63) r = 13,p = 324 
Buildings and grounds n( l l1)  r = - 11, p = 242 n(48) r = - 16, p = 287 n(63)r = -  13 ,p=330  
Budget and finance n(l 11) r = 04, p =.654 n(48) I =- 09, p = 526 n(63) r = 15,p=244 
Community relations n(l11) r = .05, p = 582 n(48) r = 04, p =.766 n(63) r = .03, p = 791 
Planning reporting n(111)r=-OS,p=373 n(48) r=-  16 ,p=294  n(63) r = - 05, p = 697 
-- -- -- 
RQ4: Is there a significant relationship between the leadership attributes that the 
assistant principals possess and preparedness for the role of the 
principalship? 
The ability to communicate effectively is seen as the most important leadership 
attribute by the participants in this study (99.1 %). This is followed by ability to make 
decisions (96.5%), and ability to foster teamwork (95.6%). All five leadership attributes 
were viewed as very important or extremely important by more than 93% of the 
respondents (see Table I I). 
Table 11 
Leadership Attributes: Descriptive Statistics 
% Very Important 
Std or Extremely 
N Min Max Mean Dev Important 
Ability to communicate effectively 113 3 5 4 8 4  0 3 9  99 1% 
Ability to make decisions 113 3 5 4.77 0 50 96 5% 
Ability to organize and manage resources 113 3 5 456  0 6 3  92 9% 
Ability to solve problems and facilitate 
conflict resolution 
Ability to foster teamwork 113 3 5 4 72 0.54 95 6% 
When the importance of leadership attributes is examined separately for principals 
and assistant principals, no significant differences emerge between the two groups (see 
Table 12). 
Table 12 
Leadership Attributes: Differences Between Principals and Assistant Principals 
Principals Assistant Principals 
Std Std 
N Mean Dev N Mean Dev T-Test Results 
Ability to communicate 
effectively 49 486  0 3 5  64 4.83 0 4 2  n ( l l l ) t = . 3 9 , p = 6 9 8  
Ability to make decisions 49 4 82 0.39 64 4.73 0 57 n(l1 I )  t =  .86,p =.390 
Ability to organize and manage 
resources 49 461 0.57 64 4 5 2  0 6 7  n ( l l 1 )  t =  81,p=419 
Ability to solve problems and 
facilitate conflict resolution 49 4.69 0.58 64 4.64 0.60 n(l l I) t = .47,p = 638 
Ability to foster teamwork 49 4.78 0.51 64 4.67 0.56 n(111) t =  1.00,p=.316 
The order of importance of leadership attributes is the same for both principals 
and assistant principals: (a) ability to communicate effectively, (b) ability to make 
decisions, (c) ability to foster teamwork, (d) ability to solve problems, and (e) ability to 
organize and manage resources. 
Table 13 summarizes the Pearson's correlation coefficients that gauge the strength 
of the relationship between perceived importance of leadership attributes and perceived 
efficacy of the assistant principal(s) in the respondent's school. None of the coefficients 
is statistically significant at the .05 level, suggesting that there is no significant 
relationship between the two sets of variables. 
Table 13 
Correlations Between Leadership Attributes and Preparedness for Principalship 
- -- 
Correlations with Correlations with 
Correlations with Preparedness for Preparedness for 
Preparedness for Principalship: Principalship: 
Leadership Attributes Pr incipalship: ALL Principals Assistant Principals 
Ability to communicate 
effectively n( l l l ) r=.12,p=.214 n(48)r=. l4 ,p=.327 n(63)r=.lO,p=.456 
Ability to make decisions n( l l1)  r = .08, p =.388 n(48) r = .05, p =.736 n(63) r = .lo, p =.440 
Ability to organize and 
manage resources n( l l1)  r = .07,p =.467 n(48) r = .06,p =.687 n(63) r = .06,p =.624 
Ability to solve problems 
and facilitate conflict 
resolution n ( l l l ) r = . l l , p = . 2 3 5  n(48)r=.09,p=.559 n(63)r=.14,p=.265 
Ability to foster teamwork n(ll1) r = .14, p =.I31 n(48) r = .15,p =.316 n(63) r = .12,p =.348 
RQ5: Is there a significant relationship between the aspirations of the assistant 
principal and the preparedness of the principalship? 
Participants in this study were asked to indicate the reasons they aspired to 
become principals. Most respondents noted that the main reason for aspiring to become a 
principal was the opportunity to help children (89.3%). This was followed by the 
opportunity to positively influence school effectiveness (83.9%) and the opportunity to 
influence change (83.8%). Approximately three quarters of the respondents said the 
aspiration toward principalship was based on their belief in own leadership qualities (see 
Table 14). 
Table 14 




N Min Max Mean Dev Important 
- 
Opportunity to help children 
Opportunity to positively influence school 
effectiveness 
Opportunity to influence change 
Belief in own leadership qualities 




Opportunity to influence policy 





N Min Max Mean Dev Important 
Financial rewards 
Opportunity to correct a negative model 112 1 5 3.37 1..31 5 1.8% 
Change from classroom instruction 112 1 5 3.34 1.12 50.9% 
Colleague encouragement 112 2 5 3..34 0.94 38.4% 
It is interesting to note that only a few respondents (38.4%) were encouraged by 
their colleagues to become principals. Also, only about half of respondents chose the 
path toward principalship because of financial rewards. 
As Table 15 illustrates, there are two significant differences in the reasons 
assistant principals and principals cite when asked what motivated them to aspire to 
become principals. First, assistant principals were more likely than principals to note that 
administrator encouragement/support was an important reason in the decision to seek 
principalship, n(ll1) t = 2.02, p < .05. Second, assistant principals were also more likely 
to invoke personal growth as an important reason, n(110) t = 2.35, p < .05. 
Table 15 
Aspirationsfor Principalship: Differences Between Principals and Assistant Principals 
Principals Assistant Principals 
Std Std 
N Mean Dev N Mean Dev T-Test Results 
Opportunity for new challenges 49 
Opportunity to help children 49 
Opportunity to influence change 49 
Opportunity to positively 
influence school effectiveness 49 
Administrator encouragement* 49 
Career advancement 49 
Belief' in own leadership qualities 49 
Change from classroom 
instruction 49 
Colleague encouragement 49 
Personal growth* 49 
Opportunity to influence policy 49 
Financial rewards 49 
Opportunity to correct a negative 
model 49 
- 
*p < .05 
When the perceived importance of various reasons for aspiring at principalship is 
examined in relation to the efficacy of assistant principals, all but one correlation are 
statistically nonsignificant (see Table 16). Belief in own leadership qualities was found 
to be positively correlated to perceived efficacy of the assistant principal, r(1 lo)= .26, p < 
Table 16 
Correlations Between Aspirations for Principalship and Preparedness for Principalship 
Correlations with Cor.relations with 
Cor~elations with Preparedness for Preparedness for 
Preparedness for Pr incipalship: Principalship: Assistant 
Aspirations for Principalship Principalship: ALL Principals Principals 
Opportunity for new 
challenges n ( l l0 ) r  = . lO,p=291 n(48) r = 09,p = 537 n(62) r = 21,p = 105 
Opportunity to help children n(110) r = 10, p = 272 n(48) r = Ol,p = 927 n(62) r = .24, p = 063 
Opportunity to 
influence change n(109)r=16,p=.100 n ( 4 8 ) r = - 0 3 , p = 8 1 9  n(62) rZ43** ,p<01  
Opportunity to 
positively influence 
school effectiveness n ( l lO)r=O5,p=574  n ( 4 8 ) r = - 0 3 , p = 8 3 4  n(62)1=.20,p=112 
Administrator 
encouragement n( l lO)r=13,p=.189 n(48)1=14,p=340 n(62)r=19,p=.141 
Career advancement n ( l l O ) r = . l l , p = 2 7 0  n(48)r=21,p=156 n(62)r=-05,p=681 
Belief in own 
leadership qualities n(l10) r = .26**, p < 01 n(48) r = 39**, p < 01 n(62) r = 12, p = ,339 
Change from 
classroom instruction n(110) r = 02, p = 849 n(48) r =.08, p= 586 n(62) r =- 10, p= 427 
Colleague 
encouragement n(110)r = 07 ,p=421  n(48) r = 07, p=.657 n(62) r = 09, p= 492 
Personal growth n(l10) r = .12, p = 196 n(48) r = 06, p= 666 n(62) r = 30*, p < 05 
Opportunity to 
influence policy n(110) r = 01, p =.907 n(48) r =- 06, p= 664 n(62) r = 09 p=.506 
Financial rewards n ( l l O ) r = 1 8 , p = 0 6 6  n(48)r=19,p=185 n(62)r =.I], p=411 
Opportunity to 
correct a negative 
model n(110) r = 11, p =.243 n(48) r = 22, p= 139 n(62) r.=04, p=.753 
** Correlation coefficient is significant at .O1 level 
8 0 
01. The correlation is even stronger when one examines only the principals subgroup, 
r(1 lo)= .39,p < .01. 
When correlations are examined strictly within the assistant principals' 
subsample, AP efficacy is correlated with opportunity to influence change and personal 
growth. 
RQ6: Do independent variables such as years teaching, age, race, highest degree 
earned, present position, gender, educational institution attended, type of 
certification: years as assistant principal, size, location, or type of school 
have a significant bearing on the perceptions of principals and assistant 
principals regarding training activities for the principalship? 
The following moderating variables are measured using an ordinal scale: age, 
highest degree earned, number of assistant principals in school, years as principal, years 
as classroom teacher, years as educator, enrollment size of school, and percentage of 
students eligible to receive freelreduced lunch. Pearson's r correlation coefficients were 
calculated for each of these variables to measure the strength of the association with 
perceived efficacy of the assistant principal. As Table 17 suggests, none of these 
correlations was significant at the .05 level. 
The moderating variables were nominal, or categorical: location of the school, 
whether the respondent held a previous leadership position, whether the respondent holds 
a L-5 teaching certificate, school level, previous position, gender, race, and current 
position. A series of independent samples t tests were conducted for those variables that 
have only two response options (i.e., previous leadership position, L-5 certificate, 
Table 17 
Correlations Between Respondent's Demographic Characteristics and Preparedness for 
Principalship 
Correlations with Correlations with 
Cor~elations with Preparedness for Preparedness for 
Preparedness for Principalship: Pr incipalship: Assistant 
Demographics Principalship: ALL Principals Principals 
Age n(113)r=-.02,p=774 n(49)r=-04,p=.774 n(64)r=-06,p=619 
Highest Degree Earned n(113)r=.14,p=127 n(49)r=27,p=.065 n ( 6 4 ) r = 0 8 , p = 5 3 9  
Number of assistant 
principals in the school n(113) r = 06, p = 502 449)  r = 09, p =.5 18 n(64) r = - 02, p = 892 
Years as principal n (113) r=-05 ,p=584  n(49) r=-12 ,p=428  n(64) r=-11 ,p=377  
Years as classroom teacher n(113) r = .07,p = 434 449)  r = 13,p = 364 n(64) r = 05,p = 713 
Years as an educator n (113)1=04,p=634  n ( 4 9 ) r = O l , p = 9 4 2  n ( 6 4 ) 1 = 0 6 , p = 6 3 3  
Enrollment size of current 
school n(112) r = - 03,p = 716 449)  r = - 12,p = 432 n(63) r = 03,pT.830 
% of students eligible to 
receive freelreduced 
lunch n(113) r = -.05, p = 569 449)  r = 03, p =.836 n(64) r = 04, p = 773 
gender, and current position). One way ANOVA was the statistical test used to 
determine three or more groups differ significantly in perceptions of perceived efficacy or 
preparedness for the principalship. The results of the t test and ANOVA analyses are 
reported in Table 18. None of the moderating variables examined appears to have a 
significant bearing on the perceived preparedness for the principalship. 
Table 18 
Differences in Preparedness for Principalship by Respondent's Demographic and School 
Characteristics 
N Mean Std Dev F or. t Statistics 
Location 
Urban 49 7.61 1.15 F(3,109) = .17,p = 919 
Suburban 4 1 7 68 1.10 
Rural 15 7.72 0 86 
Small City or Town 8 7.89 0.66 











Assist Principal 3 7 7.87 1.17 F(4,108) = 1 lO,p= 358 
Counselor 10 7 56 0.63 
Central staff 4 1 7.43 1.1 1 
Classroom teacher 24 7.85 0.92 
Other 1 7.19 
Table 18 (continued) 












Table 19 examines in detail differences in various areas of principalship efficacy 
between assistant principals and principals. Interestingly principals are more likely than 
assistant principals to see assistant principals as capable of doing a great job in the areas 
of instructional program, curriculum design, and student guidance. 
Item Differences in Preparedness for Principalship: Assistant Principals vs. Principals 
Principals Assistant Principals 
Std Std 
N Mean Dev N Mean Dev T-Test Results 
Leadership 49 8 12 1 47 64 7.66 1.37 n(l1 I) t = 1 73, p =.088 
Information collection 49 7.96 1 4 9  64 7 7 2  1.51 n ( l l l ) t = 8 5 , p = 3 9 9  
Problem analysis 49 7 8 2  1 5 4  64 7 7 5  1.22 n ( l l l ) t = 2 5 , p = 8 0 5  
Table 19 (continued) 
Principals Assistant Principals 
Std Std 






Curt iculum design** 
Student guidance* 
Staff development 






Philosophical and cultural 
views 
Legal and regulatory 
applications 
Policy and political 
influences 
Public and media 
relationships 
-- - 
*difference is significant at the .05 level; **difference is significant at the .O1 level 
In summary, the main findings suggest the following: 
I. Regarding the characteristics that describe graduate training, the findings indicate 
that there is a positive significant relationship between the assistant principal's 
efficacy and the perceived importance of formal university course work (n(l13) 
r = .19, p < .05), the Leadership graduate course (n(113) r =.20, p < .05), the 
School Finance course (n(113) r =. 19, p < .05), the Human Growth and 
Development course (n(113) r =.20, p < .05) and the Activity Management course 
(n(108) r =.26,p < .01). None of the teaching activities were found to be 
significantly related to the perceived efficacy of the assistant principal. 
2. The analysis of frequency distributions of responses revealed that on-the-job 
training was perceived as the most important form of training assistant principals 
receive as they prepare for the role of principalship. 
3. With regard to the characteristics of the prior employment, the results suggest that 
having as written job description as an assistant principal is significantly related to 
preparedness for principalship, n(108) r =.24, p < .05. 
4. Participation in the role of principal does not appear to be significantly related to 
preparedness for principalship. However, participants in this study note that the 
most important areas of expertise for someone in this leadership position are 
curriculum and instruction (88.7%) and budget and finance (85.2%). Serving in 
an administrative position prior to appointment as a principal is viewed by many 
(96%) as "very important" or "extremely important." 
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5. The importance of various leadership attributes was not found to be significantly 
related to perceived preparedness for principalship. This is because there is not 
enough variation in the responses given to these questions. The large majority of 
respondents (over 93%) believe that all five leadership attributes are very 
important or extremely important to the preparation for principalship. The ability 
to communicate effectively is seen as the most important leadership attribute by 
the participants in this study (99.1 %). This is followed by ability to make 
decisions (96.5%), and ability to foster teamwork (95.6%). 
6. Among the reasons for aspiring to become a principal, belief in own leadership 
qualities was found to be positively correlated with perceived efficacy of the 
assistant principal, n(ll0) r = .26, p < .0 1. Financial rewards were a motivator for 
only about half of the respondents. In addition, relatively few respondents were 
encouraged by their colleagues to become principals. The main reason for 
aspiring to become a principal was the opportunity to help children (89.3%). This 
was followed by the opportunity to positively influence school effectiveness 
(83.9%) and the opportunity to influence change (83.8%). 
7. Perceived preparedness for principalship does not appear to vary significantly 
with the respondent's reprographic characteristics, school characteristics, or other 
moderating variables. However, principals are more likely than assistant 
principals to see assistant principals as capable of doing a great job in the areas of 
instructional program, curriculum design, and student guidance. 
CHAPTER VI 
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 
This chapter contains an overview of the significant findings revealed by the 
study. In addition, the chapter includes a consideration of those findings in light of 
previous research in the area of preparedness for principalship. The chapter also 
addresses some recommendations for further research and implications for school 
administrators. 
This research study comprised responses from a sample of 1 15 assistant principals 
and principals employed in suburban school districts located in metro Atlanta area. The 
data included responses from 50 principals and 65 assistant principals. Participants in the 
survey were asked to assess the importance of graduate training, prior employment, 
participation in the role of the principalship, leadership attributes, and aspirations toward 
principalship to the preparedness for principalship. Preparedness for principalship was 
measured using a 2 1-item scale. The scale has a Cronbach's alpha of .94, indicating high 
reliability. 
The study sought information from principals and assistant principals in selected 
school districts to determine if assistant principals' duties and responsibilities, in 
conjunction with their daily activities, provide adequate training for them to be a 
successful principal in a school. Another purpose of this study was to determine if the 
selected principals perceive the position of assistant principal as a proper and useful 
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training medium for the principalship. The study also investigated whether principals and 
assistant principals believe that assistant principals receive relevant training for the 
principalship from within their graduate school preparation programs. 
RQl : Is there a significant relationship between graduate training programs for 
assistant principals and preparedness for the principalship? 
The corresponding null hypothesis was: 
Hol : There is no significant relationship between graduate training programs 
for assistant principals and preparedness for the principalship. 
The analysis of frequency distributions of responses revealed that on the job 
training was perceived as the most important training assistant principals receive as they 
prepare for the role of principalship. 
Findings 
An examination of the Pearson's correlation coefficients suggest that there is a 
positive significant relationship between assistant principals' efficacy and the perceived 
importance of formal university course work n(l13) r = .19, p < .05), the Leadership 
graduate course (n(113) r =.20, p < .05), the School Finance course (n(l13) r =. 19, p < 
.05), the Human Growth and Development course (n(113) r =.20, p < .05) and the 
Activity Management course (n(108) r =.26,p < -01). None of the teaching activities 
were found to be significantly related to the perceived efficacy of the assistant principal. 
Given the significant correlations with type of graduate training and courses, null 
hypothesis Hol was rejected at the .05 level. 
When asked what type of training is most important to the preparation for 
principalship, most respondents (96.5%) rated the on the job training (as assistant 
principal) as either very important or extremely important. Classroom teaching (SO%), 
formal university coursework (72.2%) and workshops/conferences/in-service activities 
were also viewed as critical to the preparation for principalship. Post-university training 
programs, such as NASSP and Principal Academies were viewed as less important to a 
principal's training (5 8.4%). 
When asked to identify the graduate courses that are most important to the 
preparation for principalship, respondents indicated that the Leadership courses were 
most effective. Fewer than half of the respondents thought that Human Growth and 
Development, Psychology of Learning, Computer Applications, and Foundations were 
important to the preparation for principalship. 
It is clear that the traditional lecture is the least effective teaching activity when it 
comes to training hture principals: only 22% of respondents rated it as "very important" 
or "extremely important." By far, the most effective teaching activities, as perceived by 
the participants in this study, were the principal mentoring programs. 
Implications 
Since most respondents noted that the Leadership graduate course is most 
important in preparing teachers for principalship, future studies should explore what 
specific topics within the leadership course are most relevant to preparedness for 
principalship. 
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In addition, because this study showed that the most effective teaching activities 
for the preparation for the role of principalship are the principal mentoring programs, 
more studies are needed to examine successful mentoring programs. Future studies 
should address questions such as: (a) What are the challenges in forming mentor-protCgC 
relationships? (b) How should mentors and protCgCs be paired? (c) How long should a 
principal or assistant principal be in a relationship with a mentor? 
Recommendations 
In view of these findings, graduate schools of education should ensure that they 
hire the most qualified faculty to teach these courses. In addition, superintendents should 
review the transcripts of candidates for principalship to check that candidates had 
graduate level training in these critical areas. School districts should also require 
principals to develop mentoring programs at their schools so that internal candidates for 
this leadership position are well prepared. 
RQ2: Is there a significant relationship between the prior employment training 
that assistant principals receive and preparedness for the principalship? 
The corresponding null hypothesis was: 
Ho2: There is no significant relationship between the prior employment that 
assistant principals receive and preparedness for the principalship. 
Findings 
Having a written job description as assistant principal is significantly related to 
preparedness for principalship, n(108) r =.24, p < .05. Therefore, null hypothesis Ho2 
was rejected at the .05 level. 
An examination of the frequency distribution revealed that that serving as 
assistant principal is critical to the preparation for principalship (89.4%) consider this 
factor as very important or extremely important. Being a classroom teacher is the second 
most important position (80.5%). 
When participants were asked how important is to have experience in certain 
areas of school management, the findings reveal that most important areas of expertise 
have to do with curriculum and instruction (88.7%) and budget and finance (85.2%). 
Few respondents consider that past experience with building and grounds has any bearing 
on the preparation for principalship (47.8%). Serving in an administrative position prior 
to appointment as a principal is viewed as "very important" or "extremely important" by 
96 percent of the respondents. Many also consider that is essential that assistant 
principals have a written job description outlining specific duties before moving to 
principalship. 
Implications 
Future studies should examine more closely the importance of having a written 
job description to the preparation for principalship. Specifically, studies could compare 
the efficacy of assistant principals that have well defined job responsibilities with those 
that do not have clear expectations. 
Recommendations 
Principals should ensure that the day-to-day responsibilities of the assistant 
principals are clearly defined. In addition, they should provide more training to assistant 
principals in the areas of budget and finance. 
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RQ3: Is there a significant relationship between participation in the role of the 
principalship and preparedness for the principalship? 
The corresponding null hypothesis was: 
Ho3: There is no significant relationship between participation in the role of the 
principal and preparedness for the principalship. 
Findings 
Participation in the role of principal does not appear to be significantly related to 
preparedness for principalship. Given the lack of a statistically significant correlation 
between participation in the role of principalship and preparedness for principalship, null 
hypothesis Ho3 could not be rejected at the .05 level. While experience in the areas of 
curriculum and instruction and budget and finance are seen as critical, the most important 
skill area is handling stafflpersonnel issues (95.6%). 
Implications 
Given these findings, future studies should investigate in greater detail what the 
training needs of assistant principals are in the key areas of staff and personnel issues, 
curriculum and instruction, and budget and finance. For instance, what type of learning 
activities should be designed for assistant principals to better handle personnellstaff 
issues? What are the most effective ways to train assistant principals in the areas of 
budget and finance? 
Recommendations 
The results of this study suggest that participation in the role of principalship and 
mentoring programs should be focused in the following areas: (a) staff and personnel 
issues, (b) curriculum and instruction, and (c) budget and finance. To the extent possible, 
principals should involve their assistant principals in decisions concerning planning and 
developing the school budget; managing fiscal, human, and material resources; utilizing 
the physical plant; and monitoring and reporting on resource use. 
RQ4: Is there a significant relationship between the leadership attributes that the 
assistant principals possess and preparedness for the role of the 
principalship? 
The corresponding null hypothesis was: 
Ho4: There is no significant relationship between the leadership attributes that 
the assistant principals possess and preparedness for principalship. 
Findings 
The importance of various leadership attributes was not found to be significantly 
related to perceived preparedness for principalship. This is because there is not enough 
variation in the responses given to these questions. Therefore, null hypothesis Ho4 could 
not be rejected at the .O 5 level. 
The large majority of respondents (over 93%) believe that all five leadership 
attributes are very important or extremely important to the preparation for principalship. 
The ability to communicate effectively is seen as the most important leadership attribute 
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by the participants in this study (99.1%). This is followed by ability to make decisions 
(96.5%), and ability to foster teamwork (95.6%). 
Implications 
The survey revealed that good communications skills are seen as the most 
important leadership attribute of principals. Future studies should investigate what type 
of in-service training programs for assistant principals are most effective at enhancing 
communications skills, decision-making skills, and ability to foster teamwork. 
Recommendations 
When interviewing candidates for principalship, superintendents should pay 
particular attention to communication skills, ability to make decisions, and ability to 
foster teamwork. 
RQ5: Is there a significant relationship between the aspirations of the assistant 
principal and the preparedness of the principalship? 
The corresponding null hypothesis was: 
Ho5: There is no significant relationship between the aspirations of the assistant 
principals and preparedness for principalship. 
Findings 
Belief in own leadership qualities was found to be positively correlated with 
preparedness for principalship, r(l 10)= .26, p < .0 1. Therefore, null hypothesis Ho5 was 
rejected at the .O1 level. 
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Frequency distributions of responses also show that financial rewards are not an 
important motivator for half of the respondents. In addition, relatively few respondents 
were encouraged by their colleagues to become principals. The main reason for aspiring 
to become a principal was the opportunity to help children (89.3%). This was followed 
by opportunity to positively influence school effectiveness (83.9%) and opportunity to 
influence change (83.8%). 
Implications 
The study showed that financial rewards were a motivator for only half of 
respondents. More qualitative research is needed to learn about the intrinsic rewards that 
aspiring principals consider important. 
Recommendations 
When interviewing candidates for principalship, superintendents should assess 
how determined candidates are to positively influence school effectiveness and change. 
RQ6: Do independent variables such as years teaching, age, race, highest degree 
earned, present position, gender, educational institution attended, type of 
certification: years as assistant principal, size, location, or type of school 
have a significant bearing on the perceptions of principals and assistant 
principals regarding training activities for the principalship? 
The corresponding null hypothesis was: 
Ho6: Moderating variables such as respondents' demographic and school 
characteristics have no significant bearing on preparedness for 
principalship. 
Findings 
Neither the demographic characteristics of the respondent nor the characteristics 
describing the school where the respondent is employed were found to significantly affect 
perceptions about the extent to which assistant principals are prepared for the role of 
principalship. Therefore, null hypothesis Ho6 could not be rejected at the .05 level. 
Implications 
It is important to note that ratings of assistant principal efficacy do not vary with 
the respondent's gender, race, location, school level, school location, or previous 
leadership position. However, more studies involving larger samples and spanning 
across different counties are needed to validate these results. 
Recommendations 
There seems to be universal agreement among various groups of respondents 
regarding the efficacy of assistant principals as leaders. Therefore, superintendents 
should encourage diverse search committees when launching searches for new principals. 
APPENDIX A 
SURVEY INSTRUMENT-ASSISTANT PRINCIPALS 
Please answer the following questions: 
1. University(ies)/college(s) where Assistant 
Principal educational training was received? 
(Please specify) 
2. Age 
-- a. 25-34 
-- b. 35-44 
c. 45-54 
-- d. 55 and over 
3. Gender 
- a. Male 





-- d. Asian 
e. Other 
5. Highest Degree Earned 
-. a. BA or BS 
- b. MA or. MS 
c. Ed. S. (Specialist) 
.- d. Ed.D. or. Ph.D. 
- e. Other 
6. Do you have an L-5 certificate? 
a. Yes 
- b. No 
7. Years as Classroom Teacher 
a. none -
b. 1-5 
C. 6- 15 
d. 16 or over 
8. Years as Assistant Principal 
a. none -
-- b. 1-5 
-- C. 6- 15 
-- d .  16 or over 
9. Total Years as an Educator (classroom 
educator or. professional educator) 
a. 5- 10 
~ . -. -
b. 11-20 
C. 21- 30 
d. over 30 
10. Enrollment of current school 
-- a. Under 500 
b. 500-1000 
C. 1001-1500 
d. Over 1500 
1 1. Building Organization 
a. Elementary School 
b. Middle School 
- c. High School 
12. Current Grade(s) Supervised 
Please specify 





-- d. 3 or more 
14. What position did you hold prior to the 
assistant principalship? 
a. Counselor 
b. Central staff 
c. Classroom teacher 
d. Other (Please specify) 
Appendix A (continued) 
15. Did you have any leadership positions prior 
t o  becoming a n  assistant principal? 
- a. Yes 
- b. N o  
17.. What is the percentage o f  students that 
receive fieelreduced lunch?- 
16. Location 
a .  Urban 
- b. Suburban 
- c. Rural 
d. Small City-Town 
Perceptions on Graduate Training Programs 
Please respond to the following questions by  selecting the number that best describes your perceptions o f  
each item's importance in the preparation o f  the principalship. 
5 =Extremely Important 4 = Veiy Important 3 = Important 2 = Not Very Important 1 = Not 
Important 
17 How important is each of the following training 
media in preparation for the principalship? 
a Formal University coursework 
(includes internship) 
b- Post University Training Programs 
(NASSP, Principal Academies) 
C. - Classroom Teaching 
d. - Workshops/Conferences/In-Service 
Activities 
e- On the job training (the assistant 
principalship) 
18. What is the importance of each group of graduate 
courses in the preparation for the principalship? 
a -  Research (Data collection and analysis) 
b- Leadership 
C _ _ _  Foundations (History, Philosophy, and 
Theoretical Foundations of Education) 
d -  Personnel Administration 
e-..-- School Law 
f. - School Finance 
g -- School Community Relations 
i -  Internships and/or Field Experiences 
h.  Human Growth and Development 
1 Psychology of Learning 
j - Supervision of Instruction 
k - Cur~iculum Development 
1 -- Computer Application 
m -  Student Discipline 
n. -- Activity Management 
19 What is the importance of each of these activities, 
whether taught as a separate course or integrated 
within a course, in preparation for the 
principalship? 
a. - Lecture 
b. - Student presentations 
C -  Simulated problems, role-play 
activities 
d. - Principal mentor ing programs 
e -- Cohort ( a group of students going 
through an Ed Admin, program 
together 
f. - Interpersonal skills (communication, 
crisis management/ conflict 
resolution) 
g - Stress Management 
Appendix A (continued) 
PRE SERVICE TRAINING 
20. How important is service in each of the following 
positions as preparation for the principalship? 
a-  Assistant principal 
b. - Classroom Teacher 
C. - Central Staff Administrator 
d. -- Counselor 
e ,  - Other (Name Position) 
21.  How important is each of the following persons 
in influencing the Assistant Principal's 
preparation for the principalship? 
a ,  -- Their Principal 
b. - Another Assistant Principal 
C ,  -- A University Professor 
d ,  A Central Staff Administrator 
e-- Other (Be SpecificBame Position) 
22 How important is working experience in each of' 
the following duties as preparation for the 
principalship? 
a-- Student Personnel 
b, - Student Activities 
C. -- Buildings and Grounds 
d-  Cur~iculum and Instruction 
e -  Budget and Finance 
f -- Adult Personnel 
g -  Community Relations 
h- Planning/Reporting 
23. How important is each of the following factors in 
relation to the Assistant Principal's preparation 
for the principalship? 
a -  The person served in an administrative 
position prior to appointment as a 
principal 
b -- The assistant principal has a written job 
description outlining specific duties 
C. - The principal had a part in selecting the 
assistant principal for the position 
d -  The principal allows opportunities for 
the assistant principal to be involved in 
additional training 
e. -- The assistant principal is formally 
evaluated on specific duties 
Participation in the Role of the Principalship 
24. How important is participation in the role of the principalship in each of the following duties as 
preparation for the principalship? 
Curriculum and Instruction 
Student Activities 
Student Personnel 
Building and Grounds 
Budget and Finance 
Staff Personnel 
School/Community Relations 
Planning and Reporting 
Leadership Attributes 
25. How important is each of the following leadership attributes for preparation for the principalship? 
a. The ability to communicate effectively to others. 
b. The ability to make decisions. 
- c. The ability to organize and manage resources 
d. The ability to solve problems and facilitate conflict resolution. 
e. The ability to foster teamwork. 
Appendix A (continued) 
Aspirations for the Principalship 
26. How important are the following to you aspiring to become a principal? 
Opportunity for new challenges 
Opportunity to help children/students 
Opportunity to influence change and make a difference 
Opportunity to positively influence school effectiveness 
Administrator "annointment" encouragement/support 
"Career advancement" - future opportunities 
Belief in own leadership qualities 
Change from classroom instruction 
Colleague encouragement 
Personal growth 
Opportunity to influence policy/decision 
Financial Rewards 
Opportunity to correct a negative model 
SELF-EFFICACY 
27. As an assistant principal, how able/capable/confident do you feel about performing these tasks? Please 
rate yourself on a scale of 1 - 10. 1 represents weakest and 10 represents strongest. 
Leadership: Establishing direction; setting and balancing school needs and priorities within 
community and district context; initiating and planning organizational change; facilitating school 
improvement. 
Information Collection: Gathering data from a variety of sources about educational stakeholders; 
classifiing and organizing information for decision-making. - 
Problem Analysis: Identifying and analyzing relevant information in a problem situation; framing 
problems; framing and reframing solutions; exhibiting conceptual flexibility; facilitating problem 
resolutions. - 
Judgment: Reaching logical conclusions and making high quality, timely decisions given the best 
available information. .- 
Organizational Oversight: Designing and overseeing master schedule which maximizes human 
resource potential; managing and monitoring goals, priorities and projects. - 
Implementation: Actualizing programs and change plans, monitoring improvement, and adapting 
to new conditions; facilitating task completion. - 
Delegation: Assigning projects or tasks; establishing clear expectations for their timely and 
successful completion.. - 
Instructional Program: Mobilizing appropriate people or groups to develop instructional 
programs and to create positive learning climate; validating student diversity and accommodating 
individualized instructional needs. - 
Curriculum Design: Facilitating staff involvement in cur~icular planning; examining social and 
technological developments affecting curr.iculum; monitoring and revising content to meet cur~ent 
student needs. - 
Student Guidance and Development: Fostering student guidance, counseling, and auxiliary 
services for holistic student development; facilitating inter-organizational involvement. - 
Staff Development: Facilitating professional growth and self-development; planning and 
organizing programs to improve staff effectiveness; supervising individual individuals. - 
Appendix A (continued) 
I. Measurement and Evaluation: Determining the diagnostic information needed about students, 
staff; and the school environment; interpreting measurement and evaluation of others; relating 
programs to desired outcomes 
m. Resource Allocation: Planning and developing the budget; managing fiscal, human, and material 
resources; utilizing the physical plant; monitoring and reporting on resource use. - 
n. Motivating Others: Building commitment, creating participation, and channeling energy; 
recognizing, supporting, and rewarding effective performance and innovation; coaching, guiding, 
or correcting performance needing improvement; role modeling. - 
o. Sensitivity: Perceiving affective needs and concerns; managing conflict; recognizing multicultural 
sensitivities. - 
p. Oral Expression: Making clear oral presentations; clarifying and restating questions; facilitating 
group understanding and communication. -- 
q. Written Expression: Communicating clearly and appropriately in writing for different audiences. 
r. Philosophical and Cultural Values: Acting with a reasoned understanding of the role of 
education in a democratic society in accordance with accepted ethical standards; understanding the 
philosophical, historical, and global influences in education. - 
s. Legal and Regulatory Applications: Acting in accordance with relevant laws, rules, and policies; 
recognizing governmental influences on education; working within local rules, procedures, and 
directives. - 
t. Policy and Political Influences: Examining and affecting policies individually and through 
professional and public groups; relating policy initiatives to the welfare of students; addressing 
ethical issues. - 
u. Public and Media Relationships: Developing common perceptions about school issues; 
interacting with parents and community opinion leaders; understanding and responding skillfully 




Please answer the following questions: 
I. University(ies)/college(s) where Assistant 




- b. 35-44 
- c. 45-54 
- d. 55 and over 
3. Gender 
- a. Male 
- b. Female 
-- a. white 




5. Highest Degree Earned 
a .  BA or BS 
b .  MA or MS 
-- c. Ed. S. (Specialist) 
d .  Ed.D. or Ph.D. 
e .  Other 
6. Do you have an L-5 certificate? 
a. Yes 
b. No 
7. Years as Classroom Teacher 
a. none -
- b. 1-5 
C. 6- 15 
d. 16 or over 
8. Years as principal 
- a, none 
b. 1-5 
-- C. 6- 15 
d. 16 or over 
9. Total Years as an Educator 
a .  5- 10 
- b. 1 1-20 
C. 21- 30 
-- d, over 30 
10. Enrollment of current school 
- a. Under 500 
- b. 500-1000 
- C. 1001-1500 
-- d. Over 1500 
1 I .  Building Organization 
a. Elementary School 
-- b. Middle School 
- c. High School 
12. Number of Assistant Principals in this 
school 
a. 0 
- b. 1 
- c. 2 
- d. 3 or more 
13. As the Principal, what position did you hold 
prior to the principalship? 
a. Assistant Principal 
- b. Counselor 
- c. Central staff 
- d. Classroom teacher 
- e. Other (Please specify) 
Appendix B (continued) 
14. As principal, did you have any leadership 
positions prior t o  becoming a principal? 
___ a. Yes 
b. N o  
16. What is the percentage o f  students that 
receive fieelreduced lunch? - 
15. Location 
-- a. Urban 
-- b. Suburban 
c. Rural 
-- d. Small City-Town 
Perceptions on Graduate Training Programs 
Please respond to the following questions b y  selecting the number that best describes your perceptions o f  
each item's importance in the preparation of the principalship. 
5 = Extremely Important 4 = Very Important 3 = Important 2 = Not Very Important 1 = Not 
Important 
17. How important is each of the following training 
media in preparation for the principalship? 
a-  Formal University cour sework 
(includes internship) 
b -  Post University Training Programs 
(NASSP, Principal Academies) 
C --- Classroom Teaching 
d. - Workshops/ConferenceslIn-Service 
Activities 
e-- On the job training (the assistant 
principalship) 
18 What is the importance of each group of' graduate 
courses in the preparation for the principalship? 
a-. Research (Data collection and analysis) 
b. -- Leadership 
C -  Foundations (History, Philosophy, and 
Theoretical Foundations of Education) 
d-  Personnel Administration 
e ,  - School Law 
f. - School Finance 
g ,  - School Community Relations 
i -  Internships and/or Field Experiences 
h ,   Human Growth and Development 
i -- Psychology of Learning 
j - Supervision of Instruction 
k -- Curriculum Development 
1. - Computer Application 
m-..-- Student Discipline 
n _ _  Activity Management 
19 What is the importance of each of these activities, 
whether taught as a separate course or integrated 
within a course, in preparation for the 
principalship? 
a - Lecture 
b ___ Student presentations 
C - Simulated problems, role-play 
activities 
d - Principal mentoring programs 
e.  Cohort ( a group of students going 
through an Ed Admin, program 
together 
f -  Interpersonal skills (communication, 
crisis management1 conflict 
resolution) 
g - Stress Management 
Appendix B (continued) 
PRE SERVICE TRAINING 
20. How important is service in each of the following 
positions as preparation for the principalship? 
a-  Assistant principal 
b- Classroom Teacher 
C-  Central Staff Administrator 
d- Counselor 
e-  Other (Name Position) 
How important is each of the following persons 
in influencing the Assistant Principal's 
preparation for the principalship? 
a -  Their Principal 
b- Another Assistant Principal 
C -  A University Professor 
d. - A Central Staff Administrator 
e -  Other (Be Specific/Name Position) 
22 How important is working experience in each of 
the following duties as preparation for the 
principalship? 
a -  Student Personnel 
b- Student Activities 
C Up Buildings and Grounds 
d ,  - Curriculum and Instruction 
e -  Budget and Finance 
f -  Adult Personnel 
g '  - Community Relations 
h- PlanningIReporting 
23. How important is each of the following factors in 
relation to the Assistant Principal's preparation 
for the principalship? 
a -  The person served in an administrative 
position prior to appointment as a 
principal 
b -  The assistant principal has a written job 
description outlining specific duties 
c- The principal had a part in selecting the 
assistant principal for the position 
d -- The principal allows opportunities for 
the assistant principal to be involved in 
additional training 
e The assistant principal is formally 
evaluated on specific duties 
Participation in the Role of the Principalship 
24. How important is participation in the role of the principalship in each of the following duties as 
preparation for the principalship? 
- a. Curriculum and Instruction 
- b. Student Activities 
c. Student Personnel 
-- d. Building and Grounds 
-- e. Budget and Finance 
.- f. Staff Personnel 
g. School/Community Relations 
- h. Planning and Reporting 
Leadership Attributes 
25. How important is each of the following leadership attributes for preparation for the principalship? 
a. The ability to communicate effectively to others. 
- b. The ability to make decisions. 
c. The ability to organize and manage resources 
d. The ability to solve problems and facilitate conflict resolution. 
- e. The ability to foster teamwork. 
Appendix B (continued) 
Aspirations for the Principalship 










.- Opportunity for new challenges 
.- Opportunity to help childrenlstudents 
Opportunity to influence change and make a difference 
Opportunity to positively influence school effectiveness 
Administrator "annointment" encouragement/support 
- "Career advancement" - future opportunities 
-- Belief in own leadership qualities 
-- Change from classr~oom instruction 
-- Colleague encouragement 
- Personal growth 
- Opportunity to influence policy/decision 
- Financial Rewards 
-- Opportunity to correct a negative model 
SELF-EFFICACY 
27. As an assistant principal, how able/capable/confident do you feel about performing these tasks? Please 
rate yourself on a scale of 1 - 10. 1 represents weakest and 10 represents strongest. 
Leadership: Establishing direction; setting and balancing school needs and priorities within 
community and district context; initiating and planning organizational change; facilitating school 
improvement. -- 
Information Collection: Gathering data from a variety of sources about educational stakeholders; 
classifying and organizing information for decision-making. -- 
Problem Analysis: Identifying and analyzing relevant information in a problem situation; framing 
problems; framing and reframing solutions; exhibiting conceptual flexibility; facilitating problem 
resolutions. -- 
Judgment: Reaching logical conclusions and making high quality, timely decisions given the best 
available information. - 
Organizational Oversight: Designing and overseeing master schedule which maximizes human 
resource potential; managing and monitoring goals, priorities and projects. - 
Implementation: Actualizing programs and change plans, monitoring improvement, and adapting 
to new conditions; facilitating task completion. - 
Delegation: Assigning projects or tasks; establishing clear expectations for their timely and 
successful completion. - 
Instructional Program: Mobilizing appropriate people or groups to develop instructional 
programs and to create positive learning climate; validating student diversity and accommodating 
individualized instructional needs. - 
Curriculum Design: Facilitating staff involvement in curricular planning; examining social and 
technological developments affecting curriculum; monitoring and revising content to meet current 
student needs. - 
Student Guidance and Development: Fostering student guidance, counseling, and auxiliary 
services for holistic student development; facilitating inter-organizational involvement. 
Staff Development: Facilitating professional growth and self-development; planning and 
organizing programs to improve staff effectiveness; supervising individual individuals.. 
Appendix B (continued) 
1. Measurement and Evaluation: Determining the diagnostic information needed about students, 
staff, and the school environment; interpreting measurement and evaluation of others; relating 
programs to desired outcomes 
m. Resource Allocation: Planning and developing the budget; managing fiscal, human, and material 
resources; utilizing the physical plant; monitoring and reporting on resource use. .- 
n. Motivating Others: Building commitment, creating participation, and channeling energy; 
recognizing, supporting, and rewarding effective performance and innovation; coaching, guiding, 
or correcting performance needing improvement; role modeling.. 
o. Sensitivity: Perceiving affective needs and concerns; managing conflict; recognizing multicultural 
sensitivities. 
p. Oral Expression: Making clear oral presentations; clarifying and restating questions; facilitating 
group understanding and communication - 
q. Written Expression: Communicating clearly and appropriately in writing for different audiences. 
- 
r. Philosophical and Cultural Values: Acting with a reasoned understanding of the role of 
education in a democratic society in accordance with accepted ethical standards; understanding the 
philosophical, historical, and global influences in education. - 
s. Legal and Regulatory Applications: Acting in accordance with relevant laws, rules, and policies; 
recognizing governmental influences on education; working within local rules, procedures, and 
directives. - 
t. Policy and Political Influences: Examining and affecting policies individually and through 
professional and public groups; relating policy initiatives to the welfare of students; addressing 
ethical issues. - 
u. Public and Media Relationships: Developing common perceptions about school issues; 
interacting with parents and community opinion leaders; understanding and responding skillfully 
to the electronic and printed news media; initiating and reporting news through appropriate 
channels. 
APPENDIX C 
Reliability Analysis Table 
Table C 1 
Preparedness for Principalship: Reliability Analysis 
- 
Scale Mean Scale Corrected Cronbach's 
if Item Variance if Item-Total Alpha if 


















Appendix C (continued) 
Scale Mean Scale Corrected Cronbach's 
if Item Variance if Item-Total Alpha if 
Deleted Item Deleted Correlation Item Deleted 
Philosophical and cultural views 153.47 434.42 0.62 0.94 
Legal and regulatory applications 153.53 425.89 0.70 0.94 
Policy and political influences 153.86 4 18..69 0.77 0.94 
Public and media relationships 154.00 416.33 0.71 0.94 
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